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Successful adaptation to organisational changes may start with individuals’ successful 
adaptation to change at the task level. This study suggests that the success of employees’ 
adaptation to task change may depend on the quality of the relationships between them and 
their managers. Within the broad area of organisational leadership, leader-member exchange 
(LMX) theory has evolved into one of the more interesting and useful approaches for 
studying hypothesised linkages between the exchange relationships between employees and 
their managers, and employee outcomes. The current research adopts an integrative model 
which is based on a review of the body of literature relevant to LMX, leadership behaviour, 
and employees’ work-related behaviour and attitudes.   
 
The literature review revealed a dearth of rigorous academic research using the leader-
member exchange (LMX) approach in the Saudi organisational context, and the need to 
validate a model of the exchange relationships based on this approach in this context, 
specifically during times of organisational change. The research contributes to the current 
body of knowledge by bridging this gap in the previous literature, conducting the research in 
King Abdul Aziz University (KAU) using the LMX approach.   
 
The research design was largely derived from the Methodological Fit concept for Mature 
Theory (Edmondson & McManus, 2007). For the purpose of testing the mediation 
hypotheses, the employees’ data was analysed at descriptive and explanatory levels using the 
macro introduced by Preacher and Hayes (2008a) for Multiple Mediation Analysis.   
 
The most exciting results of the current research are regarding the employees’ evaluation of 
LMX overall, and that the values for LMX dimensions were high. Interestingly this has been 
supported by the employees’ views about the significant effect of multidimensional LMX, 
firstly as mediator and then regarding the independent influence of its dimensions in 
predicting task change-supportive behaviours and attitudes in the Saudi organisational change 
context. Based on these results, the research suggests areas and tools for development related 
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Chapter One: Research Introduction 
1.1 Introduction 
This doctorate study is empirical research on the field of leadership and its effectiveness. It 
focuses on leadership as a social exchange process which takes place between leaders and 
their followers. The research assumed that the relational leadership approach, which is known 
as Leader-Member Exchange (LMX) (Graen & Uh-Bien, 1995), is an effective approach to 
predict employees’ change-supportive behaviours and attitudes in the Saudi organisational 
context during times of organisational change. Organisational change is unavoidable in the 
current turbulent environment (e.g. Soltani, Lai, & Mohmoudi, 2007; David, 2006; Kotter & 
Schlesinger, 2008; Hodgson, 2009; Wan & Yiu, 2009; Lee, Lee, & Park, 2009). Thus 
organisations are continually facing challenges in areas such as development and 
competition, forcing necessary internal changes in their policies, structure, and operations. 
The world financial crash of 2008 is a significant example of this turbulent environment 
(Hodgson, 2009). This crash triggered subsequent organisational events that confirmed the 
importance of organisational change in turbulence (Kotter & Schlesinger, 2008). In response, 
most organisations find that they must undertake moderate organisational changes at least 
once a year and major changes every four or five years to survive in the unstable context 
(Kotter & Schlesinger, 2008).  
 
It is of great importance that organisations rely on their employees’ contributions to execute 
these organisational changes. This reliance sometimes translates into a successful 
implementation of change at the individual level of analysis (e.g. emergence of new tasks, 
changes, and improvement of the current tasks). The relationships between employees and 
their managers that are based on the work environment and mutual exchange may stimulate 
the individual to utilise his or her abilities, efforts, experiences, and skills. This research 
empirically investigated a model of leadership based on the LMX approach.  
 
The research focused on two possible roles of LMX in predicting employees’ change-
supportive behaviours and attitudes: the role of the integrated effect of LMX dimensions and 
secondly the role of the independent influence of LMX dimensions. The empirical research 
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took place in a higher educational institution in Saudi Arabia, King Abdul-Aziz University 
(KAU).  
 
The study makes several important contributions to the current LMX literature.  First, the 
research theoretical model and empirical evaluation increases the understanding of LMX 
effectiveness in predicting employees’ change-supportive behaviours and attitudes in Saudi 
workplaces. The empirical findings provide evidence that LMX is high in the Saudi 
organisational context which reflects the validity of LMX as an effective managerial tool in 
the Middle East.   The study provides support for the importance of LMX quality based on 
the Affect, Loyalty, Contribution, and Professional Respect dimensions of the exchange as 
multiple mediators in mediating the relationships between leadership behaviour and critical 
employee outcomes during times of organisational change. In addition, the study adds to the 
current LMX scholarship evidence about the validity of LMX dimensions to predict 
individually task-change-supportive behaviours and attitudes through proactive behaviour as 
a multiple mediator. Finally, this is the first study to use multiple mediation analysis in 
investigating LMX dimensions and proactive behaviour as multiple mediators in one study 
and concludes that the mediation results based on the bootstrapping strategy is a “superior” 
method in detecting indirect effect. The following introduces the theoretical and empirical 
context of the research, the significance of the study, the research aim and objectives, and the 
structure of the thesis. 
1.2 The Research Contexts  
The current chapter identifies the theoretical and empirical context of the research. The 
theoretical context of this research is structured around leadership effectiveness in predicting 
employees’ effective behaviour and attitudes during organisational change.  The empirical 
context is set in King Abdul-Aziz University (KAU) in Saudi Arabia during a time of 
organisational change. The following identifies these two contexts which are relevant to the 
research problem.  
1.2.1 Background to the research problem  
One of the features that characterises contemporary organisations is change (Choi & Ruona, 
2011). In general, the last two decades have witnessed a flow of interest in the adoption of 
various changes in many organisations (Soltani et al., 2007). In general, contemporary 
organisations have been confronted by conditions of increased competition (e.g. David, 2006; 
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Soltani et al., 2007; Kotter & Schlesinger, 2008), globalisation (e.g. Ghoshal,1987; Soltani et 
al., 2007; DeShon & Gillespie, 2005; Herr, Cramer & Niles, 2004), improvements in 
communications and information technologies (e.g. Connor, 1992; Wanberg & Banas, 2000; 
Soltani et al., 2007 ; DeShon & Gillespie, 2005; Herr et al., 2004; Kotter & Schlesinger, 
2008), workforce change (e.g. Soltani et al., 2007; Kotter & Schlesinger, 2008), and new 
government regulations, new products, and growth (Kotter & Schlesinger, 2008; Heuvel & 
Schalk, 2009; Piderit, 2000). In particular organisations in a developing country such as 
Saudi Arabia face much pressure to conduct frequent organisational change as a response to 
the growing interest in economic development at the local, regional and international levels 
(Saudi Ninth Development Plan Report “2010-2015”, n.d.).    
Generally, these kinds of organisational change initiatives trigger increases in pressure on 
organisations to be lean, dynamic, proactive, quick responding, and efficient (Lapierre & 
Hackett, 2007; Gibson, Tesone & Blackwell, 2003). These demands challenge organisations 
to re-evaluate their strategies, structure, policies, and operation processes.  Although change 
may be initiated by external events, its outcome will be shaped by internal processes within 
the organisation (Neves, 2009). This requires organisations to develop their way of carrying 
out daily organisational operations. The development of organisational functions promotes 
organisations’ adjustment to and survival in this turbulent environment (Van Dam, 2004; 
2003). In this respect, organisational change can be regarded as the movement of an 
organisation away from its present state toward some desired future state to increase its 
effectiveness (George & Jones, 2005).  
Organisational change can be viewed from different perspectives and can also be brought 
about on different levels of practice in organisations. Firstly, according to Choi and Ruona 
(2011), there are two perspectives of organisational change, the strategic management 
perspective and organisational development perspective. The strategic management 
perspective regards organisational change as the process of implementing the corporate 
strategy formulated by organisational leaders and decision makers (Dunphy, 2000). On the 
other hand, the organisational development (OD) perspective regards change as efforts 
intended to make differences in the organisational work setting for the purpose of enhancing 
individual development and improving organisational performance (Porras & Robertson, 
1992). Developmental change occurs when firms continually scan their internal and external 
environments to create work settings that encourage and reward individual innovation, 
growth, and development, while avoiding radical, infrequent, yet disruptive, large-scale 
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change (Gilly & Maycunich, 2000). These two perspectives are central in the organisational 
change literature (Beer & Nohria, 2000). The latter point of view has been supported by 
Madsen, Neergaard & Ulhoi (2003) who stated that “in the human resource development 
view; change is the basis for improving and expanding individual, group, and organisational 
effectiveness, performance, and learning” (p.229).   
Secondly, Schyns (2004) differentiated between three main levels of organisational change: 
at the whole organisational level (e.g., restructuring the organisation), at the job level, and at 
the task level. First, at the whole organisational level, change can take place as a reaction to 
radical environmental change (Audia, Locke, & Smith, 2000). Second, at the job level (e.g. 
Ostroff & Clark, 2001; Lines, 2005) change can be in the form of relocation, and career 
change for example. At the task level it can refers to a change in task demands that is 
required by a change (Schyns, 2004).    
A number of researchers have adopted a micro-level perspective on change; placing more 
emphasis on the role of individuals in implementing changes (Armenakis, Harris, & 
Mossholder, 1993; George & Jones, 2001; Judge, Thoresen, Pucik, & Welbourne, 1999; 
Schyns, 2004; Lamm & Gordon, 2010; Oreg, 2003; Schyns, Torka, & Gossling, 2007; Van 
Dam, Oreg, & Schyns, 2008). The main idea underlying this approach is that “change in the 
individual organisational member’s behaviour is at the core of organisational change” (Porras 
& Robertson, 1992, p. 724). According to such researchers, organisations only change and act 
through their members, and successful change will be maintained over the long term only 
when individuals alter their on-the-job behaviours in appropriate ways (George & Jones, 
2001; Porras & Robertson, 1992).  
 
It has been argued that many change efforts fail because change leaders often underestimate 
the central role individuals play in the change process (George & Jones, 2001; Porras & 
Robertson, 1992; Devos, Buelens, & Bouckenooghe, 2007; Kavanagh & Ashkanasy, 2006). 
In a workplace environment, where an employee is familiar with a set of tasks and processes, 
change becomes more difficult to introduce and accept (George & Jones, 2005). This is 
indicated by the fact that any attempt to introduce new organisational change is considered to 
be a new situation that interrupts the normal routines of organisations. Consequently, this 
may lead to change resistance among employees (e.g., Oreg, 2003; Lamm & Gordon, 2010). 
For successful organisational change to take place organisations need to have effective 
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employees who have the appropriate cognitive dispositions (change-supportive behaviours 
and attitude) to tackle the change demands effectively.  
 
The research focuses on the type of organisational change that is developmental and operates 
at the task level of analysis.  Accordingly, the research proposed a set of employee behaviour 
and attitude outcomes that relate to effective individual adjustment triggered by 
organisational change. These are employees’ proactive behaviour and employees’ willingness 
to accept occupational change.  
 
The current research put an emphasis on leadership as an effective element in encouraging 
employees to be disposed to adopt these behaviours and attitudes. Consequently, the question 
is what is the perspective of this research on effective leadership? This question will be 
answered in the following section.   
 
1.2.2 Leadership as a process: the leader-member exchange (LMX) approach 
Past studies of major change initiatives have reported a 58% failure rate, with 20% of 
organisations realising a third or less of the value expected (LaClair & Rao, 2002).  Some 
studies report failure rates of one third to two thirds (Beer & Noharia, 2000) or as high as 
80% to 90% (Cope, 2003), or observe that 50% efforts fail (Quinn, 2004).  Oakland and 
Tanner (2007) assert that leadership plays a key role in the context of organisational change 
by setting direction, and inspiring and influencing followers. Reasons behind these 
disappointing results are thought to include a lack of effective leadership (Gill, 2003; Quinn, 
2004). Accordingly, scholars have explored the roles, responsibilities, and attributes of 
leaders with respect to change (e.g. Hinduan, Wilson-Evered, Moss & Scannell, 2009; Neves 
& Caetano, 2009; Bommer, Rich & Rubin, 2005; Groves, 2006; Carr, 2007; Van Dam et al., 
2008; Gilley, McMillan & Gilley, 2009).  
 
Northouse (2007) contends that most leadership theories emphasised leadership from the 
point of view of the leaders (e.g. trait approach, skills approach, and style approach) or the 
follower and context (e.g. situational leadership, contingency theory, and path-goal theory). 
Effective leadership is not just reliant on traits or characteristics that leaders, followers, and 
situations have. It goes beyond personal characteristics of leaders to the characteristics of the 
relationship between the two parties that demonstrate the quality of exchange.  This therefore 
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should encourage the leader to increase the interactions that enhance organisational collective 
effort (Hackman & Wageman, 2005; Yukl, 2008). Thus, the relevant approach to explaining 
this is to conceptualise leadership as a process that is centred on the interactions between 
leaders and followers (e.g. Sparrowe, Liden, Wayne & Karimer, 2001; Graen & Uh-Bien, 
1991, 1995; Popper, 2004; Yukl, 2010). In this approach, the exchange between the leader-
member (dyad), a two-way relationship, is the unique basic premise and the unit of analysis 
of LMX (Dansereau, Graen, & Haga, 1975; Graen & Cashman, 1975; Truckenbrodt, 2000). 
 
LMX theory suggests that exchanges (e.g., work and social interactions) may take place 
between managers and their employees. Based on these exchanges, managers develop 
relationships of different quality with their employees. Employees in high quality 
relationships receive a number of benefits compared to their colleagues in low quality 
relationships. These benefits include increased communication, better roles, higher levels of 
emotional support, and better access to varied resources (Dienesch & Liden, 1986; Graen & 
Scandura, 1987; Wayne, Shore, & Liden, 1997).  
 
Northouse (2007) differentiated between the focus of the past research on LMX of early 
studies and of later studies. Early studies of LMX focused on the nature of the vertical 
linkage leaders formed with each of their followers. The degree of the effectiveness of this 
linkage will result in classifying the followers as “in-group” or “out-group” members (e.g. 
Dansereau et al., 1975; Graen, & Scandura, 1987). Individuals who make up the in-group are 
trusted, get a considerable amount of the leader’s attention, and are more likely to receive 
special attention and privileges (Northouse, 2007; Graen & Uhl-Bien, 1991; 1995). As a 
natural consequence, the other subordinates fall into the out-group. They get less of the 
leader’s time, fewer of the preferred rewards under the leader’s control, and the superior 
subordinate relations are based on formal authority interactions (Northouse, 2007; Graen & 
Uhl-Bien, 1991; 1995). 
   
Later LMX studies focused on how the quality of LMX was related to positive outcomes for 
leaders, followers, and the organisation in general (e.g. Graen & Uhl-Bien, 1995; Liden, 
Wayn, & Stilwell, 1993). Graen & Uhil-Bien (1991; 1995) introduced the concept of 
leadership making.  They focused on how the exchange between leaders and followers can be 
used for leadership making. Leadership making is a perspective approach to leadership that 
emphasises that a leader should develop high-quality exchanges with all of his or her 
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followers rather than just a few (Graen & Uh-Bien, 1995; Northouse, 2007). This view 
emerged as a reaction to the discrimination that leaders exhibit when they classify their 
employees as “in-group” and “out-group” members (e.g. Harter & Evanecky, 2002; 
Scandura, 1999). This criticism of the “in-group” and “out-group” differentiation raises the 
need to study the situation or to define factors that may help the leaders to treat all of his 
subordinates as an “in-group”. Prescriptively, LMX theory is best understood within the 
leadership making model proposed by Graen and Uhl-Bien (1991, 1995). The focus is on 
generation of a more effective leadership process through development of effective 
leadership relationships (leadership making). Using this approach, emphasis is placed not on 
how managers discriminate between their followers (classify them as “in-group” and “out-
group” members) but rather on how they can work with each person on a one-on-one basis to 
develop a partnership with each of them (Graen and Uhl-Bien, 1995). This states that 
managers should provide all employees access to the process of LMX by making the initial 
offer to develop LMX partnerships with each employees. Therefore, the LMX process can be 
perceived as more equitable, and leaders will treat all members equally and fairly (Graen & 
Uhl-Bien, 1995; Scandura, 1999). Accordingly, the research considered two types of leader 
behaviour that may contribute to enhancing LMX quality and to making all the members “in-
group” members (see chapter two, section 2.3 & 2.5.1).  
 
In today’s organisations, the quality of the relationship between leaders and followers is 
considered to be one of the most important factors for a firm in creating sustainable and 
healthy workplace relations (Wang, Law, Hackett, Wang, & Chen, 2005). The relational 
quality in the unity of leader-follower relationships in the workplace has been investigated in 
many related academic works and has added much knowledge about the importance of the 
leader-follower relationship to the field of organisational psychology (e.g. Gomez & Rosen, 
2001; Sparrowe et al., 2001; Graen & Uh-Bien, 1995; Hollander, 1992a; 1992b; Bass & 
Avolio, 1990).  The significance of the high quality leader-follower relationship can be 
justified as it may generate more positive work attitudes in followers and cause them to 
engage in more positive behaviours (Sparrowe et al., 2001).  
LMX is a strong descriptive theory that describes work units in terms of role theory (Graen, 
1976; Katz & Kahn, 1978; Graen & Scandura, 1987) and social exchange theory (Blau, 1964) 
as explanatory mechanisms for the development and maintenance of dyadic leader-member 
relationships. Uhl-Bien, Maslyn, and Ospina (2012) found extensive support for the basic 
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premise that the quality of leaders’ relationships with immediate follower is associated with 
numerous important outcomes. Specific studies on LMX have provided support for ideas 
about the existence of numerous relationships between LMX and a host of attitudinal and 
behavioural outcomes (e.g., Gerstner & Day, 1997; Ilies, Nahrgang, & Morgeson, 2007; 
Dulebohn , Bommer, Liden, Brouer, & Ferris, 2011). Examples of these outcomes are 
identified in chapter two, section 2.4.    
The current study drew on the multidimensional view of LMX and used the four dimensions 
for measurement of LMX introduced by Liden & Maslyn (1998); affect, loyalty, contribution, 
and professional respect (see figure 1.1). 
 
Figure 1.1: The concept of the exchange relationship based on four dimensions in the LMX 
approach as proposed by Liden and Maslyn (1998)    
In the context of organisational change, few scholars (e.g, Schyns, 2004; Schyns et al., 2007; 
Van Dam, et al., 2008) have signalled the importance of LMX during times of organisational 
change. This study proposes that the successful implementation of change may depend in part 
on the quality of the relationships between the organisations’ leaders and their followers.  
The current study seeks to propose and test a model which shows how the quality of the 
relationships between leaders and followers is useful in predicting employees’ change-
supportive behaviours and attitudes in the Saudi organisational context. This model is divided 
into two ‘paths’ based on the role of LMX in predicting employees’ behaviours and attitudes.  
The first path examines the aspect of LMX playing a mediator role that identifies LMX 
quality as unified intervening variable between the proposed antecedents (leadership 















accept occupational change). The second path examines the independent influence of LMX 
sub-dimensions on employees’ willingness to accept occupational change through enhancing 
aspects of proactive behaviour.   In the present study, the theoretical and empirical research 
will be carried out in a Saudi workplace context. The research empirical context is outlined 
below.  
1.3 Empirical Research Context  
The current field study took place within a Saudi work setting which consisted of 534 
employees and their managers in King Abdul-Aziz University (KAU) in Saudi Arabia, 
Jeddah. The motivation for the research has been derived from two trigger factors: first, the 
significant contemporary rapid organisational changes in Saudi institutions, which are 
resulting in great changes in KAU’s roles, policies, and structure.  Second, most LMX studies 
have been carried out by western scholars and the researcher wanted to examine the 
implications of the LMX approach in the light of the Saudi national culture.  
 
On one hand, the current organisational changes that Saudi institutions have undergone are a 
result of the continued development initiative of the Saudi government. The government has 
implemented a series of 5-year development plans in order to develop its various sectors. The 
Kingdom of Saudi Arabia has had this practice for over 30 years. The first 5-year 
development plan that was initiated in 1970 (Saudi First Development Plan Report “1970-
1975”, n.d.) enabled the Saudi Government to make practical decisions in the allocation and 
utilisation of its resources for development.  
 
Saudi Arabia is currently implementing the Ninth Development Plan for the period 2010-
2015 according to the Ministry of Economy and Planning home page. This plan is a 
continuation of the developmental approach adopted by the Kingdom throughout the past 
four decades. The Ninth Development Plan comes at a critical point in Saudi Arabia’s history 
when accelerating the process of development has become crucial (Saudi Ninth Development 
Plan Report “2010-2015”, n.d.). Since the world is witnessing accelerated developmental 
dynamics that require enhancement and acceleration of development efforts, development 
initiatives have been introduced to enable Saudi institutions to deliver their services 
effectively (Saudi Ninth Development Plan Report “2010-2015”, n.d.). According to the 
Saudi Ninth Development Plan Report “2010-2015” (n.d.), there is a set of policies which 
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have been adopted in the plan which should help to continue the process of institutional and 
administrative development and to enhance its effectiveness by taking appropriate measures 
to improve organisational effectiveness, to raise the performance efficiency of government 
agencies and employees, and streamline work procedures and systems in order to improve the 
quality of services provided to citizens.   
 
In relation to the current field research, Saudi employees have been experiencing various 
types of organisational changes as a result of the rapid organisational development in the 
Saudi environment at the time of the study and have been faced with considerably altered 
working procedures and management practices (e.g. Al-Jarf, 2007; Albalawi, 2007).  
 
In relation to this, the social structure of the Middle Eastern countries, Saudi Arabia being 
one of them, is based on ancient traditional and cultural principles (Robertson, Al-Khatib, & 
Al-Habib, 2002). According to Hofstede (1984) these cultural principles are collectivism, 
high power distance, uncertainty avoidance, and masculinity.  In addition, Saudi Arabia, 
along with other Gulf Cooperation Council (GCC) countries, has distinctly tribal and 
conservative cultural characteristics which are also linked to their adherence to Islam 
(Dedfar, Norberg, Helander, Schuster, & Zufferey, 2003). Thus, Saudi Arabia is characterised 
by specific cultural aspects that shape its work values (Robertson et al., 2002). Collectivism 
is a cultural aspect that shapes work values in collectivistic societies (Hofstede, 1985). 
Collectivism describes a preference for a tightly knit social framework in which individuals 
can expect their relatives, clan, or other in-group members to look after them in exchange for 
unquestioning loyalty (Hofstede, 1985).  Collectivism in Saudi may be regarded as a 
consequence of the system which is made up of the family and tribe and which affects all the 
actions of the individuals within organisations in Saudi Arabia (Alshareef, 2005), and which 
may have a significant influence on their interactions. Moreover, one of the major sources of 
collectivist values is the Islamic work ethic (Ali, 1992; Robertson et al., 2002). Islamic work 
ethics visualise the workplace society as a community that is based on the concept of a 
brotherhood (Pellegrini & Scandura, 2006). According to Bierke and Al-Meer (1993), Saudi 
managers are similar to Arab managers in different Arab countries because of the shared 
work values. They strongly dislike the formal and impersonal notion of "business is 
business", and they prefer informality and the personal approach in their relationships with 
their employees (Bierke & Al-Meer, 1993; Dedfar et al., 2003) Moreover, Saudi managers 
live in a society where family and friendship remain important and influential factors in the 
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functioning of institutions and groups (Bjerke & Al-Meer, 1993: Dedfar et al, 2003). Thus, it 
is not surprising that the Saudi manager relies on family and friendship ties for getting things 
done within his/her organisation (Al-Gahtani, Hubona, & Wang, 2007). Derived from Islamic 
ethics, and family and tribal influences, Saudi collectivist values translate into strong “in-
group” memberships that value close interpersonal exchange relationships for loyalty and 
respect (Hofstede, 2001). The researcher assumed LMX to be high in Saudi workplace 
context because of the collectivism cultural values that may influence work beliefs 
(Robertson et al., 2002). Consequently, LMX can be considered a useful approach in 
investigating leadership effectiveness in the Saudi work context. 
1.3.1 Background of the field research: King Abdul-Aziz University (KAU) 
This section gives some background information about King Abdul-Aziz University (KAU). 
The information was obtained from the KAU official website. KAU was funded in 1967 in 
Jeddah by a group of local businessmen and was originally set up with the help of some 
American academics (Rugh, 2002). It was taken over by the government in 1971 (Rugh, 
2002).  According to the Executive Summary of Strategic Plan II of King Abdul-Aziz 
University “2010-2014” (n.d.), KAU has grown rapidly and is made up of 23 colleges 
offering various majors, several higher education institutes, 8 deanships, 5 centres, 6 
scientific research centres, 7 excellence research centres, 20 endowed scientific research 
chairs, and 4 university branches in Rabegh Governorate, Khilies, Al-Kamel, and in Jeddah 
Governorate (the Northern Campus). It offers various degrees such as graduate diplomas, 
diplomas, bachelors’ and masters’ degrees, and doctorates in philosophy, and has established 
27 Saudi scientific associations. According to the Facts and achievements report of King 
Abdul-Aziz University (n.d), the total number of KAU members, up to the year 2010, is 
7.964 including both administrative and academic members.  This comprises 990 female and 
3280 male administrators and 1676 female and 2018 male academics.   
KAU aims to spread higher education in the western area of Saudi Arabia and is a 
distinguished university among other higher education institutions in Saudi Arabia.  The 
adoption by the government of this university and its continuous support was of great help in 
transforming King Abdul-Aziz University into a modern university with a student population 
that now amounts to 82,152 male and female students (Facts and achievements report of King 
Abdul-Aziz University, n.d). 
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According to the Facts and Achievements Reports of KAU  (n.d), KAU has achieved 37 
international accreditations for its programmes from leading global bodies which include the 
American Board  of Engineering Technology (ABET), the Global  Congress on Dental 
Education (DentED), the American Council of Occupational Education (COE), and the 
Canadian Council on Hospital Accreditation. Moreover, the report reveals that the university 
has 50 cooperation agreements with Gulf and international universities and has signed up to 
more than 80 accreditation agreements with world-class universities in the US, UK, Canada, 
France, Spain, Australia, China, Japan and Argentina. This forces KAU to continue 
developing its functions and improving the outcomes of its academic and administration staff.  
1.3.2 Outlines of the changes and challenges facing the field research subject: King Abdul-
Aziz University (KAU) 
Recent research describes today’s universities as complex organisations that are large, multi-
faculty, multi-functional organisations (Middlehurst, Goreham, & Woodfield, 2009).  This 
complexity is associated with having to combine a wide range of functions and the delivery 
of different services to different markets at home and, in many cases, overseas, and carrying 
out fundamental and applied research, and delivering on-campus teaching and distance 
learning (Middlehurst et al., 2009). The new and complex view of present-day universities is 
a consequence of the changes in the academic environment. Similar to business organisations, 
educational institutions are affected by rapid rates of technological and administrative change 
(Rosenblatt & Inbal, 1999; Rosenblatt, 2001). For example, members in educational 
institutions may be affected by new technological changes, such as e-learning methods and 
their requirements (e.g., using new teaching techniques that are web-based).  
In light of this, Saudi higher education institutions need to consider these demands and take 
the required steps to embrace the changes that have been triggered by these demands to 
accomplish the mission and goals of universities. The objective of these changes was to 
increase the university’s capability to handle these challenges and to enhance operational and 
financial efficiency (Saudi Arabia: Ministry of Higher Education, 2006). For example, Saudi 
universities are in the process of integrating technology in the teaching-learning process to 
keep up with the latest developments in educational technology and e-administration (Al-Jarf, 
2007). 
On the other hand, higher education institutions are also facing greater accountability to the 
outside agencies that provide accreditation, funding, and financial support resources (Boyett, 
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1996; Newman, Couturier, & Scurry, 2004; Raelin, 1995). Given the importance of 
university accountability in society, it is important for Saudi universities to make substantial 
efforts to position themselves among peer universities at the local and international level. In 
this case, leadership is an important dimension in the higher education context, because it 
shapes employees’ positive outcomes to change in various important ways (Lo, Ramayah, & 
Run, 2010).  As stated by Buckland (2009), modern universities’ leaders are responsible for 
the progressive innovation of thought, research, teaching and learning that will build the 
university’s reputation in areas of study and advance its reputation amongst peer universities.  
The expansion of the Saudi higher education system is mainly the result of the improving 
national economy, which is also closely associated with other environmental demands such 
as technological and social change (Executive summary of Strategic Plan II of King Abdul-
Aziz University “2010-2014”, n.d.). In this context, the Ministry of Higher Education in 
Saudi Arabia has adopted various organisational changes which in turn have led to the 
universities introducing new organisational settings to adapt to these changes. These 
organisational changes have been put into place using a wide range of programmes and 
procedures, and short-, medium-and long-term plans (see section 1.3.3) and includes a 
number of pivots, such as quality processes (Saudi Arabia: Ministry of Higher Education, 
2006).  
The ministry and the universities have started to deal with the issue of quality in relation to 
the internal and external efficiency of the universities.  According to Saudi Arabia: Ministry 
of Higher Education (2006), the National Commission for Assessment and Academic 
Accreditation (NCAAA) was established in 2003 “1424 AH” to be responsible for academic 
accreditation and quality assurance in higher education institutions.  This report showed that 
the ministry has taken a number of initiatives aimed at raising the level of quality in 
universities which are represented in three main projects. In the first, the creativity and the 
excellence of the faculty members is developed. In the second, the establishment of centres 
for research and scientific excellence in universities is supported. In the third scientific 
societies are supported which will also have an impact on universities. KAU is required to 
implement these projects in order to meet the accreditation demands and advance its 
reputation and maintain position amongst its local and international peer universities. The 
university has established long-term goals, executive goals, and development programmes 
which are described in the following section. 
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1.3.3 KAU goals and actions  
According to the Executive summary of Strategic Plan II of King Abdul-Aziz University 
“2010-2014” (n.d.), the university’s efforts are directed towards the assigned long-term goal 
“1440/2020” which is for the university to be a leader in: 
 Developing and providing performance standards that measure the students’ 
academic levels and skills 
 Superiority in research and developmental programmes  
 Cultural contribution 
 Gaining society’s and corporation’s trust in its outcomes  
 Optimal investment of university resources and abilities  
At the organisational level these goals have been translated into executive goals; examples of 
these goals are illustrated in the following:  
 The university works hard to raise its internal and external efficiencies and to 
ascertain that the quality of its performance is according to standards of both 
institutional and programme accreditation and to attain quality certification of other 
areas such as its administrative performance, its laboratories, and the environment  
 The university strives to enhance the performance skills and quality of all categories 
of KAU’s human resources, especially by developing staff members to perform their 
assigned roles whether in education or research or administration. This is in the 
context of motivation for creativity and innovation to satisfy the requirements 
necessary for the development of higher education in the knowledge society  
 
In response, KAU has conducted several organisational efforts to ensure it’s internal and 
external quality reach an advanced level in its academic and administrative functions. The 
recent continued organisational development efforts during the last 5 years have triggered 
new services that affect the administration and academic system. This research classified 
these as teaching-based, research-based, business and economy knowledge-based, and social 
services. According to the King Abdul-Aziz website home page, some examples of the most 





 The newly established programme of E-learning and the associated E-learning 
teaching technology (e.g. very recent programmes such as E-learning management 
electronic system/EMES, and the virtual class room system/CENTRA).  
 Besides the regular student programme, KAU has established an external programme 
(out of regular teaching hours), to make it easy for all student to obtain higher 
education. This is managed by the Community Services and Continuous Learning 
Deanship.  
 The establishment of the business and knowledge system; it is hoped this will support 
and enable the industry sector and knowledge-based services by reducing operating 
costs and raising their competitive abilities.  
 The establishment of the Principles for Responsible Management Education 
(PRME) initiative to inspire and champion responsible management education, 
research and thought leadership globally (implemented by the Faculty of Economics 
and Administration). This seeks to establish a process of continuous improvement 
among institutions of management education in order to develop a new generation 
of business leaders capable of managing the complex challenges faced by business 
and society in the 21st century. 
 The establishment of a comprehensive quality programme to assess the different 
sectors of KAU so as to obtain ISO 9001 certification and to qualify for ISO 9001 and 
promote a culture of quality.  
 The university has established new research programmes aimed at expanding the 
influence of KAU in the internal and external academic society in order to achieve 
exceptional success.  
 KAU uses a continuous evaluation approach to successfully prepare for its 
accreditation site visits 
This requires changes in the way that KAU operates so as to meet the development demands.  
To implement the development initiatives, KAU will become a more complex organisation 
through which these initiatives can be implemented in the teaching, research, and 
administrative functions performed by the academic and administrative staff. To become 
effective and successful, KAU needs to change in order to cope with these initiatives. Since 
the new changes at the organisational level are combined with changes at the individual level, 
these initiatives require huge efforts which in turn have great implications for the employees 
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of KAU.  This higher level of work demands has triggered the need for the employees to 
learn to perform new tasks and to learn new skills. In this respect, Rosenblatt (2001) 
indicated that any new change programmes may require the mastery of novel teaching and 
administrative skills in universities. Academics and administrators need to become flexible to 
adjust to changes, and this flexibility involves carrying out various new tasks that may 
require new skills (Rosenblatt, 2001). For example, in the KAU situation, the establishment 
of E-learning programmes required familiarity with E-learning teaching and administrating 
technology. Thus, KAU employees have been asked to gain new technological skills (web-
based) to perform the newly introduced tasks which may add a new strain (e.g. this strain can 
be seen as fear of failure or work burn out). In this regard, employee behaviours and attitudes 
may affect the success or failure of the implementation of the E-learning programme. The 
research investigated a model of LMX that may promote effective employee behaviours and 
attitudes towards occupational change in a Saudi organsiational context. The significance of 
the study is explained in more detail in the following section.  
1.4 Significance of the Study 
On the basis of the above motivational factors (culture and context), this research decided on 
investigating a model of relational leadership that operates as a process and focuses on the 
exchange relationship between a leader and a follower. In this regard, the research assumes 
that this model is required for tackling the rapid transformations that have been taking place 
in the Saudi organisational context and is applicable to Saudi cultural principles. For this 
purpose, the research used LMX as a relevant approach to study the exchange relationships 
between managers and their employees in KAU. Thus, the question is “what can explain this 
model of the unique relationship between the managers and their employees as a leadership 
process?”  
In light of this, the argument of this research is based on two roles of LMX. First, this 
research argues that when leaders develop LMX relationships accompanied by paternalistic 
(cultural aspect) and empowering behaviour (context requirement) this may encourage 
employees to be “in-group” members (high quality LMX), and this in turn will result in the 
desired employee work behaviours and attitudes to occupational change. The second 
argument of this research is that when LMX is characterised by high levels of affect, loyalty, 
contribution, and professional respect, each of these dimensions has the ability to influence 
employees’ work behaviours and attitudes towards occupational change. An interesting 
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critical question may arise accordingly: What type of analysis may reveal the underpinning 
mechanism of this type of influencing process? In order to clarify the proposed LMX roles, 
these roles are assumed to operate in a mediational context and mediation relationships are 
proposed accordingly. A mediator is a variable that accounts for all or part of the relationship 
between a predictor and an outcome because the mediator is intermediated in the causal 
pathway from the independent variable to the dependent variable (Baron & Kenny, 1986). 
The mediation relationship involves three variables linked together in a casual chain: 
independent, mediator, and dependent or outcome variables (more details in chapter three). 
The analytical technique that was used to test the proposed roles of LMX is multiple 
mediation analysis (Preacher & Hayes, 2008a). The present study has formulated mediation 
hypotheses to be tested regarding the potential mediation role of LMX quality between 
leaders’ paternalistic and empowering behaviour and employee’s behaviour and attitudes. 
Additionally, mediation hypotheses have been formulated that test the potential mediation 
effect of employees’ proactive behaviour aspects for the separate effect of LMX dimensions 
on employees’ attitudes to occupational change. This is explained in more details in chapter 
two, section 2.5.  
Consequently, this research will add a superior insight for LMX scholars by developing an 
integrated multiple mediational model for LMX roles in predicting employees’ behaviours 
and attitudes towards occupational change during times of organisational change in the Saudi 
workplace context. This model has been built through careful consideration of the current 
gaps in the relevant literature. These gaps can be noted in the limited studies that have 
investigated LMX as a mediator for leaders’ behaviour and various employee outcomes: few 
studies have investigated LMX outcomes in the context of organisational change (specifically 
outcomes that related to tasks changes); few studies have investigated the separate influence 
of LMX dimensions in a mediational model; and no studies have used employee behaviour as 
a mediator for the influence of  LMX dimensions on employee attitude towards occupational 
change. In addition, to the best of the researcher’s knowledge, this is the first time this 
extensive multiple mediational model has been investigated. Moreover, this the first study 
that treated LMX as a unified construct based on the four dimensions of LMX, and also uses 
four independent constructs based on each LMX dimension, LMX-Affect, LMX-Loyalty, 
LMX-Contribution, and LMX-professional respect, in one study. The most interesting insight 
of this research comes from testing the research model in the Saudi organisational context 
considering it a new context that characterised by a specific culture and context.  
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Understanding the conditions conducive to employees exhibiting positive behaviours and 
attitudes to occupational change can be useful for designing and implementing effective 
human resources and organisation development (HROD) intervention in KAU.  The 
anticipated insights are likely to help organisations better prepare for upcoming changes, and 
potentially allow organisations to promote effective employee behaviours and attitudes by 
paying attention to the relevance of effective social exchange in the daily work situation.  It is 
hoped that this research will help both researchers and practitioners understand the 
importance of the quality of the exchange relationships between leaders and their followers in 
facilitating critical employee on-the-job behaviours and attitudes necessary for successful 
implementation of organisational change.   
1.5 Statement of Aims 
The primary questions were as follows: (a) what are the effective roles of LMX that have the 
potential to predict employees’ change-supporting work behaviours and attitudes? And (b) 
how do these roles operate?  
1.6 Research Objectives  
The main objectives of the present study can be summarised in the following points: 
 
1. To investigate the overall quality of leader-member exchange (LMX) from the 
employees’ perspective.  
2. To investigate the balance between managers’ and employees’ perspectives on 
antecedents and consequences of LMX to support the mediation findings.  
3a. To examine the role of LMX as a full mediator between leaders’ paternalistic and 
empowering behaviour and employees’ proactive behaviour aspects. 
3b. To examine the role of LMX as a full mediator between leaders’ paternalistic and 
empowering behaviour and employees’ willingness to accept occupational change.  
4. To examine the influence of LMX sub-dimensions on employees’ willingness to 
accept occupational change through proactive behaviour aspects as a full mediator 
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1.7 Thesis Structure 
This thesis has six chapters along with references and appendices. The structure of the thesis 
is as follows: 
Chapter 1, Introduction: The first chapter introduces the research contexts, background and 
scope of the study (the theoretical context), background to the field research (the empirical 
context), the significance, and the contribution of the study. It continues by presenting the 
research objectives, and the structure of the theses.  
Chapter 2, Literature Review and Model: This chapter reviews existing theoretical and 
empirical research on LMX, leadership behaviour, proactive behaviour and attitudes towards 
task changes during times of organisational change. It reveals the gaps in past research in the 
above research areas.  
In addition, the construction of this chapter develops the research hypotheses to examine 
LMX roles in enhancing employees’ work behaviours and attitudes. This leads to 
clarification of the research area and development of the theoretical framework.  
Chapter 3, Research Methodology: This chapter identifies the research methodology 
including data collection method, instruments, and access issues. Moreover, this chapter 
presents the construct validity and reliability of the pilot and the main study as well as the 
data analysis approach that was used.  
Chapter 4, Analysis of the Findings: This chapter presents the analysis and findings of the 
main study. The chapter begins with a ranking analysis with a Likert-type scale to investigate 
employees’ perceptions of LMX quality in the Saudi workplace. Second, correlations 
analysis was used to assess the collinearity between the study variables.  In addition, ranking 
analysis with a Likert-type scale was used to investigate employees’ and managers’ 
perceptions of leadership behaviour, employees’ efficacy, and employees’ resistance to 
occupational change. Moreover, an independent sample t.test was performed to identify the 
differences between managers’ and employees’ views of leadership behaviour, employees’ 
efficacy, and employees’ resistance to occupational to change. Furthermore, the multiple 
mediation analysis is presented in diagrams, tables and decision trees, followed by the results 
of the goodness of fit for the mediation analysis. Finally, the results of the mediation 
hypothesis testing are presented.  
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Chapter 5, Discussion: The structure of this chapter is as follows: first, there is a discussion 
of ranking analysis followed by a description of the mediation findings based on the two roles 
of LMX; finally an integrated view of the findings is discussed.  
Chapter 6, Conclusion: This chapter discusses the theoretical contribution of the thesis in 
terms of gaps in the research. Second the practical implications and recommendations of the 
current research findings are described. This is followed by the identification of the 
methodological and theoretical limitations of the research and recommendations for future 
research directions.   
1.8 Summary  
This chapter provides an introductory view of the present research. The current chapter 
presented the theoretical and empirical research contexts, the significant of the research, 
research objectives and the structure of the thesis. This chapter will give the reader a clear 
understanding of the current investigation.  Most importantly it sets out the goals of this 
research which are to investigate employees’ assessment of the quality of LMX in the Saudi 
organisational context, to identify the possible balance between employees’ and managers’ 
perspectives regarding leadership behaviour and employee outcomes in order to support the 
findings of the hypothesis testing, and finally to test the mediation hypothesis to draw 
conclusions about the academic and practical contributions of the study. The following 













Chapter Two: Literature Review and Model 
2.1 Introduction  
 
This chapter provides a review of the existing literature on the leader-member exchange 
(LMX) approach, leadership behaviours, and employee work behaviours and attitudes. This 
will be clarified firstly with an overview of the leader-member exchange approach (LMX) 
and its multidimensional nature. Secondly, the concept of LMX quality–oriented leader’s 
behaviour (as proposed in this research) will be explained along with the cultural aspects that 
include paternalistic and empowering leadership behaviour. Thirdly, the proposed LMX 
outcomes (proactive behaviour and willingness to accept occupational change) will be 
identified.  This research is interested in investigating the influence of LMX quality on the 
proposed outcomes in the context of organisational change in Saudi work settings. This 
research used the multidimensional view of LMX (Liden & Maslyn, 1998). The 
multidimensional view of LMX, including affect, loyalty, contribution, and professional 
respect dimensions, will be investigated once as a unified construct and once as four 
independent constructs based on each dimension.  
 
The present chapter presents the theoretical framework of this research and proposes a 
mediational model that explains the proposed roles of LMX in predicting employees’ 
behaviours and attitudes in a Saudi organisational context. This chapter shows how the 
mediational model’s parts have been developed to complete the view of the proposed 
framework.  The following identifies the LMX approach and the proposed roles of LMX in 
predicting employee outcomes. 
2.2 Leader-Member Exchange (LMX) Approach: The Multidimensional Concept of 
LMX  
According to Popper (2004) the view of leadership as the exclusive influence of a “great 
man” has been shifted to the view of leadership as a relationship. The related approach that 
investigates leadership from a relational perspective is referred to as the leader-member 
exchange approach (LMX) (Graen & Wakabashi, 1994; Sparrowe et al., 2001; Graen & Uh-
Bien, 1995). In this study, LMX has been viewed as a multidimensional construct which may 
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explain its effectiveness in the organisational context according to this view. The 
multidimensional nature of LMX allows researcher to study LMX quality as a unified 
measurement, and as independent measurements based on four dimensions to predict 
individual outcomes (Liden & Maslyn, 1998; Maslyn & Uhl-Bien, 2001). The following 
identifies LMX as a unified measurement, and as independent measurements based on four 
dimensions.   
 
2.2.1 Leader-member exchange (LMX) as a unified construct   
Leader-member exchange (LMX) is a leadership approach that conceptualises leadership 
from a relational perspective (Graen & Wakabashi, 1994; Graen & Uh-Bien, 1995). This 
allows the quality of the social exchange relationship between a leader and a follower in the 
daily workplace relations to be understood as the levels of influence during interaction 
depend on the development of the quality of the relationship (Graen & Uhl-Bien, 1995). It is 
emphasised that the strength of the LMX approach is on its focus on relationship qualities, 
such as respect and obligation, and on how these qualities determine whether the followers 
are members of an ‘‘in-group’’ or an ‘‘out-group’’ in  their relationship with the leader 
(Graen & Uhl-Bien, 1995).  
 
Because of its concepts, the leader-follower relationships approach has been widely used in 
leadership studies conducted essentially in business organisations (e.g. Schyns, 2004; Schyns, 
Paul, Mohr, & Blank, 2005; Van Dam et al., 2008; Lee, 2008.). This then allowed the 
researcher to understand aspects and underpinning factors that are related to workplace 
relations. For example, leaders may tend to develop and maintain LMX with their followers 
that vary according to the quality of relationships, ranging from in-group (high LMX) to out-
group (low LMX) (Dansereau et al., 1975; Liden & Graen, 1980; Graen & Scandura, 1987; 
Graen & Uhl-Bien, 1995). This is explained by leaders not using the same style with all 
followers but instead differentiating between followers in how they form and carry on in 
relationships (Uhl-Bien & Maslyn, 2003). In this regard, Graen and his colleagues (e.g. 
Dansereau, et al 1975; Liden & Graen, 1980) suggest that because of constraints of limited 
time and energy, leaders develop close work relationships with only a few followers and 
share their personal and positional resources to help these employees perform their tasks. 
Graen and Uhl-Bien (1995) illustrated some aspects of the characteristics of in-group 
exchange (high quality LMX), for example high levels of information communication, 
39 
 
mutual support, informal influence, trust, and greater negotiating latitude.  As a result, 
members with high quality relationships may share more effective relationships and obtain 
better resources than members with lower quality relationships (Graen & Uhl-Bien, 1995). 
This can be beneficial for the leader and the whole organisation (e.g. Ansari, Hung, & Aafagi, 
2007; Schyns & Wolfram, 2008). On the other hand, out-group exchange (low quality LMX) 
is characterised by formal supervision, little support and attention, and mistrust (Graen & 
Uhl-Bien, 1995) which may reduce organisational effectiveness to the lowest level.  
 
In order to understand the dynamics of the development of “in-group” and “out-group” LMX, 
Graen and Uhl-Bien (1995) illustrated three phases of the development process, stranger, 
acquaintance, and maturity, which describe the process of how the social exchange will 
develop. In the “stranger” phase leaders and followers meet as strangers; they interact in 
limited areas usually on a formal contractual basis. Some leaders and followers will improve 
the quality of their relationship, reaching the “acquaintance” and finally the “maturity” stage 
(Graen & Uhl-Bien, 1995). The LMX phases of the development process are not going to be 
investigated in this research as this requires a specific type of investigation such as 
longitudinal research which is beyond the scope of this study.  
The relationships between leaders and their followers in the workplace can be considered 
either effectual or ineffectual based on specific social exchange dimensions. Thus, the related 
scholars conceptualised LMX as multidimensional in nature and proposed multidimensions 
for the exchange (Dienesch & Liden, 1986; Liden & Maslyn, 1998). Dienesch and Liden 
(1986) proposed affect, loyalty, and contribution as characteristics of LMX quality. In 
addition, work by Liden and Maslyn (1998) along the same lines, proposed a fourth 
dimension of LMX quality, professional respect. They used these dimensions as the 
underlying constructs to measure the quality of leader-follower relationships (LMX 
Multidimensional Measurement; LMX-MDM), and it is these dimensions which are adopted 
in this current study.  
Liden and Maslyn (1998) argued that in some studies when LMX is not a key variable, LMX 
dimensionality may not be a concern and a one-dimensional measure may be appropriate, 
whereas in others studies, when LMX is a key variable, multi-dimensional LMX may explain 
incremental variance in some outcome variables beyond those explained by the traditional 
one-dimensional conceptualisation (e.g. LMX-7) that was introduced by Graen & Uh-Bien 
(1995). A meta-analysis of LMX studies shows that there are an increasing amount of studies 
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which adopt the multi-dimensional conceptualisation of LMX in organisational settings 
(Liden & Maslyn, 1998; Schriesheim, Neider, Scandura, & Tepper, 1992; Settoon, Bennett, 
& Liden, 1996; Lee, 2008; Dulebohn et al., 2011). Dulebohn et al (2011) in their Meta 
analytical study found that the unidimensional measure (LMX-7) and the multi-dimensional 
measure (MDM) of LMX produced similar relationships with antecedent and consequence 
variables. Interestingly, these researchers also found that the LMX-MDM composite 
explained an additional 18% of the variance in outcome variables after controlling for LMX-
7. This result suggests that even though correlations between LMX-7 and outcomes and 
LMX-MDM and outcomes may generate similar statistically significant results, the LMX-
MDM is capable of explaining incremental variance in outcomes beyond LMX-7. In this 
regard, Maslyn & Uhl-Bien (2001) stated that the LMX-7 measure alone would provide a 
good basis for relationship quality; however, the LMX-MDM allows LMX quality to be 
tested in terms of the multi dimensions of the exchange. In support, Erdogan, Kraimer, and 
Liden (2004) assert that LMX-MDM, the 12 items introduced by Liden & Maslyn (1998), is 
suitable for use in studies investigating overall LMX as well as LMX dimensions.  
 
Accordingly, leader-member exchange (LMX) has been identified as the quality of the 
exchange relationship between the leader and each of his or her followers that is characterised 
by affect, loyalty, contribution, and professional respect (Liden & Maslyn, 1998). Moreover, 
Palmatier, Dant, Grewal, and Evans (2006, p. 138) defined LMX quality as the “overall 
assessment of the strength of a relationship, conceptualised as a composite or 
multidimensional construct capturing the different but related facets of a relationship”. 
Consistent with these definitions, Glaso and Einarsen (2008) say that such a perspective of 
leadership requires a focus on the strength of the interaction between leaders and followers. 
Leaders are central in this interaction and their behaviour can be considered to be vital to 
enhance the quality of LMX and likely to play a dominant role in LMX relationship quality 
(Dulebohn  et al., 2011; Dienesch and Liden, 1986). The leader’s role in enhancing the 
overall quality of LMX is discussed in section 2.5.1.  
 
The LMX approach contends that leaders develop different qualities of work relationships 
with different subordinates (Graen & Scandura, 1987; Scandura & Graen, 1984; Scandura & 
Schriesheim, 1994); however the LMX approach has received criticism in recent literature 
(Harter & Evanecky, 2002; Erdogan & Liden, 2002). For example, Erdogan and Liden (2002) 
stated that differentiation can create problems that are related to unfair treatment. It is likely 
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that this discrimination on the part of the leader will ultimately relegate the member to the 
out-group (Harter & Evanecky, 2002). Harter & Evanecky (2002) stated that LMX describes 
an inequality that can be traced to the leader because something he or she says or does over 
time contributes to creating inequality between the two parties. When a member considers 
this division unfair, there is a tendency for the inequality to become more noticeable and 
enduring, so that people become fixed in their groups, regardless of their talents or efforts. 
The disparity or inequality obviously affects productivity (Northouse, 2007), and morale and 
overall organisational effectiveness (Harter & Evanecky, 2002). Since leadership 
fundamentally drives form ethical and moral principles that can be seen through aspirations, 
relationships, day-to-day practices and behaviours (Eubanks, Brown & Ybema, 2012), 
leaders shoud consider this in the exchange relationships with their followers. Consequently, 
it has been suggested that leaders should recognise the benefits of high quality LMX and that 
they need to make an effort to attain this by making the entire work unit an “in-group”. These 
efforts can be demonstrated in behaviours that may influence positively their exchange 
relationships with their employees (There is further discussion on the relationship between 
LMX and leadership behaviour in section 2.3). As this research is interested in investigating 
aspects of LMX quality and its associated benefits, low quality relationships and the 
associated aspects (the exchange between the leaders and out-group members) are not going 
to be discussed.   
2.2.2 Leader-member exchange (LMX) dimensions as independent constructs   
 
According to Bhal, Gulati, and Ansari (2009) most of the earlier conceptualisations treated 
LMX as a one-dimensional construct in predicting employee-related outcomes as LMX-7 as 
introduced by Graen and Uhl-Bien (1995). In this one-dimensional measurement, the 
exchange relationship is limited to the job and tasks at hand, with little or no focus on 
assessing social interactions (Bhal, et al., 2009). Graen and Uhl-Bien (1995, pp. 237-238) 
commented “development of LMX is based on the characteristics of the working relationship 
as opposed to a personal or friendship relationship, and this trust, respect, and mutual 
obligation refer specifically to the individuals’ assessments of each other in terms of their 
professional capabilities and behaviour”. In contrast, multidimensional LMX includes 
dimensions that are classified as the liking-based dimensions of interpersonal attraction such 
as affect, loyalty, and respect, and work-based dimensions such as contribution (Dienesch & 
Liden, 1986; Liden & Maslyn, 1998). Thus, Dienesch & Liden (1986) and Liden & Maslyn 
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(1998) rejected the view that LMX is a one-dimensional construct in favour of a 
multidimensional conceptualisation of the construct because this gives a comprehensive view 
of the nature of LMX quality.  This provides an integrated view of the LMX construct.  
 
Consistent with Liden and Maslyn’s (1998) conceptualisation of LMX, this is based on 
varying amounts of four "currencies of exchange”: simply liking one another (labelled 
affect), loyalty to each other (labelled loyalty), task related behaviours (labelled contribution), 
and professional respect (respect of leaders’ capabilities).  
 
Each of the four dimensions of LMX will be discussed as they are fundamental to the present 
study. The following describes Liden and Maslyn’s (1998) multidimensional LMX concepts: 
  
 (1) Affect – described as the interpersonal liking of members in the dyad for each 
other. This mutual affection is based on interpersonal attraction and excludes feelings 
of respect for the other members’ work or professional values (social currency). 
(2) Loyalty – expressed by leader and follower through the exhibition of public support 
for each other. By committing themselves to their leader’s goals or visions, followers 
are demonstrating their loyalty (social currency). 
(3) Contribution – defined as the extent of work-related efforts which leaders and 
followers consider they each put into the explicit goals of a dyad (work-related 
currency). 
(4) Professional respect – refers to the perception of the degree to which each member 
of the dyad has built a reputation, within and/or outside the organisation, of excelling 
at his or her line of work (social currency).  
 
They proposed that an exchange between leaders and members might be based on one, two, 
or all of these dimensions. Thus, a high “contribution-dominated” exchange (work-related 
currency) is likely to involve intensive interaction on task-related activities, whereas an 
“affect-dominated” exchange (social currency) is likely to involve off-the-job, affective and 
personal interactions (Bhal et al., 2009; Maslyn & Uhl-Bien 2001). Consequently, different 
currencies of LMX are likely to predict various work outcomes differently. 
 
Furthermore, Maslyn and Uhl-Bien (2001) argued that there may be variance in the weight or 
importance of each dimension across individuals. In other words a member may develop a 
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high quality LMX relationship for a number of reasons. For example, a high quality exchange 
dominated by contribution may involve a leader and a member who frequently work together 
on projects after normal business hours or at the weekend, whereas a high quality exchange 
based on affect may involve a leader and a member who spend much time at work discussing 
non-work issues (Maslyn & Uhl-Bien, 2001). Additionally, they said that understanding these 
dimensions of LMX may provide insight into the relationship and result in a differential 
prediction of outcomes which depends on the dimension of the exchange. Bhal et al. (2009) 
supported the multidimensional nature of LMX as proposed by Diensh and Liden (1986) and 
Liden and Maslyn (1998), and providing evidence that LMX-affect and -contribution have 
independent effects on employee outcomes.  
 
The role of LMX in predicting employee outcomes is reasonably established (e.g. Ansari, 
Hung, & Aafagi, 2007; Schyns & Wolfram, 2008; Schyns & Croon, 2006; Bhal, 2006; Wang 
et al., 2005). However, the mechanism of the independent influence of LMX dimensions 
(affect, loyalty, contribution, professional respect) on employee outcomes have attracted far 
less empirical attention in the leadership literature. Consequently, this motivated the research 
to investigate LMX as 4 independent constructs. The following identifies the concept of 
LMX quality-oriented paternalistic and empowering leadership behaviour.  
2.3 LMX Quality-Oriented Paternalistic and Empowering Leadership Behaviour 
The style approach emphasises the behaviour of the leader that describes their interactions 
with their followers, what leaders do and how they act (Northouse, 2007). Some of the most 
extensive studies on leadership behaviour was undertaken in Ohio State University (e.g. 
Fleishman, 1953; Fleishman & Harris, 1962), and in University of Michigan (e.g. Katz & 
Kahn, 1952). The results of these studies indicated two major dimensions of leadership 
behaviour, subsequently labelled 'consideration', which is relation-oriented behaviour, and 
'initiating structure', which is task-oriented behaviour. Relationship-oriented leadership 
behaviour studies show that leaders who adopt a relationship-oriented style are truly 
interested in people and their social interactions (Sorenson, 2000). 
 
 Unsurprisingly, a recent study found that the quality of the leader-follower exchange 
relationship is correlated more with relations-oriented behaviours than with other types of 
leadership behaviours (Yukl, O’Donnell & Taber, 2009).  Such conceptualisation helps 
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explain the interaction between LMX, paternalistic and empowering leadership behaviour as 
these are relational based constructs.  
Given that LMX is a theory about leader effectiveness, past research suggests that more 
research on the possible contribution of leaders’ behaviour to enhancing LMX relationship 
quality is needed (e.g. Yukl et al., 2009; Lee, 2008; Mahsud, Yukl, & Prussia, 2010; 
O’Donnell, Yukl, and Taber, 2012). As previous studies did not provide a clear explanation 
of the causal relationships between LMX and specific types of leadership behaviour, the 
fundamental purpose of investigating LMX quality-oriented leadership behaviour in the 
current research is to explain how leaders mix the two kinds of behaviours (paternalistic & 
empowering) to influence the quality of their relationships with their followers (LMX). The 
research on links between leadership behaviour and LMX has assumed one-way causality, 
but some scholars have suggested that reciprocal causality may occur (Howell & Hall-
Merenda, 1999; Yukl & Fu, 1999; Yukl et al., 2009).  
The exchange relationship develops over time, and leadership behaviours may be both 
antecedents to and outcomes of a high quality exchange relationship (Yukl et al., 2009). In 
this regard, there is a danger of circular argument in discussing the reciprocal causality 
between LMX and leaders’ behaviour. However, as shown in figure 2.1 the proposed 
relationships between LMX and leadership behaviour illustrated in this research is one-way 
causality (see figure 2.1) as the focus is on the influence of paternalism and empowerment on 
LMX quality.  More details concerning this part of the development of the research model are 
found in section 2.5.1.   
 




In regards to the constructs that were used to investigate LMX quality-oriented paternalistic 
and empowering leadership behaviour, the paternalistic, empowerment, and LMX scales that 
were used in this study are compatible with each other. Den Hartog and De Hoogh (2009) 
produced items that reflect aspects of leaders’ empowerment that demonstrate benevolent 
leader intentions. This is in line with the benevolent side of paternalistic leadership that was 
studied by Pellegrini and Scandura (2006).  Empowerment was seen as a relational construct 
which emphasised delegation, participation of followers in decision-making processes, and 
sharing of organisational resources. Leaders may empower followers directly through their 
interactions with them (e.g. assuring followers of their competency) and indirectly by 
providing followers with opportunities for input and success. The leadership behaviour 
identified as empowering included in Den Hartog and De Hoogh’s (2009) measures were 
used in the current study: expressing confidence in subordinates; providing opportunities for 
subordinates to participate in decision-making and allowing them to voice their views and 
concerns; helping them set motivating, yet realistic performance goals; and providing 
individualised support and opportunities for development. These aspects of the empowerment 
scales is in accordance with LMX quality, which makes studying LMX quality and 
empowering behaviour fit well together.  
Therefore, in the present study, theoretical and empirical research will be carried out to 
examine this association in more detail. The following will cover three main areas: 
paternalistic leadership, empowering leadership, and context and cultural aspects that shape 
the proposed LMX quality-oriented paternalistic and empowering leadership behaviour.   
2.3.1 Paternalistic leadership 
The term paternalism emerges from the concept of fatherly protection in return for loyalty 
and compliance (Fleming, 2005).  Gelfand, Erez, and Aycan (2007) define paternalism as a 
“hierarchical relationship in which a leader guides professional and personal lives of 
subordinates in a manner resembling a parent, and in exchange expects loyalty and 
deference” (p. 493). Recently, paternalism has been considered as a cultural value dimension 
(Aycan, 2006), and preferred leadership style in developing countries, such as Middle Eastern 
countries (Pellegrini and Scandura, 2006).  
Pellegrini and Scandura (2008) stated that the early behavioural management theorists are 
supportive of the concept of paternalism in the workplace (e.g. Follett, 1939) and believed 
that managers should act as father figures and be considerate and have absolute control to 
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build work groups that are productive and satisfied. On the other hand, later theorists (e.g. 
Weber, 1947) argued that paternalism would become outdated as organisations became more 
bureaucratic and relied on rules and the protection of individual rights. This view has been 
supported by Uhl-Bien and Maslyn (2005) who criticised this style of leadership because of 
its focus on control and authority.  They referred to paternalistic leadership as “problematic 
and undesirable” (2005, p.1).  
 
Recent studies on paternalism that emerged from Asia and the Middle East opposed Weber’s 
solely authoritarian view and argued that paternalistic managers provide support, protection, 
and care to their subordinates (Farh & Cheng, 2000; Wu, Hsu, & Cheng, 2002;  Aycan, 2006; 
Pellegrini & Scandura, 2006; Ansari, Ahmad, & Aafaqi, 2004;  Pellegrini, Scandura & 
Jayaraman, 2010;  Chan & Mak, 2011; Chen, Huang, Snape &. Lam, 2012).  
 
Researchers referred to different domains of the overall “paternalistic leadership” construct. 
These domains have been viewed negatively (e.g. Uhl-Bien & Maslyn, 2005), and have also 
been viewed positively, especially by Eastern scholars (e.g. Aycan, 2006; Pellegrini & 
Scandura, 2006; Ansari et al., 2004; Pellegrini et al., 2010). These domains have been studied 
by Farh & Cheng (2000) who proposed a model of paternalistic leadership consisting of three 
dimensions: authoritarianism, morality and benevolence. Authoritarianism refers to 
leadership behaviours that assert authority and control and demand obedience from followers. 
The second dimension is morality that refers to the moral principles that the leader has, which 
lead subordinates to respect the leader.  The third dimension is benevolence which refers to 
leadership behaviours that demonstrate consideration for individuals’ needs, and holistic 
concern for followers’ personal and family well-being.  On the basis of these dimensions, 
Farh and Cheng defined paternalistic leadership as “a style that combines strong discipline 
and authority with fatherly benevolence and moral integrity” (2000, p. 94). On the other hand 
Pellegrini & Scandura (2006) studied paternalistic leadership as a unified construct focused 
on the benevolence aspect of paternalism. Benevolence means that the leader’s behaviour 
demonstrates consideration for individuals’ needs, and that he or she acts in a very caring 
manner to meet them (Erben & Guneser, 2008). In return, followers feel grateful and obliged 
to repay them when the situation allows (Erben & Guneser 2008).   
 
The paternal benevolence aspect of paternalism manifested by the leader may seem similar to 
“individualised consideration” in the Western leadership literature (Bass, 1985). However, 
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the two constructs differ in important ways. According to Cheng, Chou, Wu, Huang, and 
Farh (2004) benevolent leadership is more long-term oriented and extends beyond being 
considerate in the job to the subordinate’s personal issues. Further, individualised 
consideration in the Western context is displayed in the context of equal treatment and 
equivalent rights, whereas benevolent leadership is enacted with a large difference in 
authority and power distance between leaders and followers (Cheng et al., 2004),   
 
This study infers from previous research that benevolent paternalism may influence employee 
outcomes positively (Gelfand, Erez & Aycan, 2007; Pellegrini et al., 2010). Niu, Wang, and 
Cheng (2009) demonstrated that leaders practicing paternalistic leadership would enhance 
reciprocity by helping followers when they experience difficulties and personal emergencies, 
by expressing interest in the followers’ welfare even outside the work settings, and by 
rewarding followers who display appropriate or desirable behaviours. Other empirical studies 
have demonstrated the positive impact of benevolent leadership on a variety of follower 
outcomes such as job satisfaction, commitment, and performance (e.g. Cheng, Huang, & 
Chou, 2002; Liang, Ling, & Hsieh, 2007).  
 
Paternalism has been studied cross culturally in the Turkish (Pellegrini & Scandura, 2006), 
Chinese (e.g., Cheng et al., 2002; Cheng et al., 2004), Indian, and North American business 
contexts (Pellegrini et al., 2010). Their results, which suggest that paternalistic leadership 
may be generalised across cultures, led these researcher to consider the role of paternalism in 
enhancing the quality of LMX. Thus, conducting this research can be regarded as a response 
to this call; it intends to investigate the benevolent side of paternalistic leadership in a Saudi 
organisational setting as paternalism and LMX have not yet been examined in an Arab 
context.  
 
2.3.2 Empowering leadership 
In general, the term ''participation'' is usually defined as a process in which influence is 
shared between leaders and followers (Wegge, 2000). Yukl (2010) summarised eight benefits 
of employee participation. These include: understanding of organisational decisions and 
willingness to implement them, higher levels of work motivation and productivity, better 
workplace relations, and often better decisions. Moreover, Mohrman and Lawler (2012) state 
that through participation employees may be able to determine the work they do, understand 
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how well they are performing, and understand the outcomes of the job, rather than depending 
on the organisation to direct them in these areas. Therefore, the behaviour of the leader that 
fosters participation is desirable because it enables followers to grow, develop, and attain 
their potential (Mohrman & Lawler, 2012).   
 
Empowering leadership behaviour is related to empowerment, which originally derives from 
theories of participative management and employee involvement (e.g. Spreitzer, 1995). 
Empowerment was seen as a relational construct, emphasising delegation, participation of 
followers in decision making processes, and sharing of organisational resources (Den Hartog 
& De Hoogh, 2009), and  of authority and power (Cabrera, Ortega & Cabera, 2003).   
 
As viewed by past scholars (Burke, 1986; Burpitt & Bigoness, 1997), empowerment was first 
conceptualised as an aspect of the relational or power-sharing view. There are several 
academic roots for this view of empowering leadership; these include the Ohio State 
leadership studies (Fleishman, 1953) on “consideration” (e.g. showing concern for 
subordinates’ needs); work on supportive leadership (Bowers & Seashore, 1966); 
participative leadership studies (Locke & Schweiger, 1979; Vroom & Yetton, 1973); and the 
coaching, participating, and delegating behaviours encompassed in situational leadership 
theory (Hersey & Blanchard, 1969).  
 
Recently, Den Hartog and De Hoogh, (2009) considered empowerment leadership as 
relational leadership behaviour because it involves the concept of ethicality. They justified 
this because they propose that ethical leaders should allow employees to take part in decision-
making and to share their opinions and that they should pay attention to their subordinates’ 
concerns, build their self-efficacy, and exhibit true interest in their development and in 
providing individualised support. In agreement, Kanungo and Mendoca (1996) suggested that 
leaders with altruistic motives use ethical empowerment strategies. These empowerment 
strategies are in turn related to followers’ perceptions of benevolent leader intentions (Den 
Hartog & De Hoogh, 2009). Thus, empowerment as a relational construct demonstrates 
ethical intentions. 
 
Conger and Kanungo (1988) considered the view of empowerment as “sharing power” to be 
incomplete and thought that a complete conceptualisation must also include the motivational 
effect of empowerment on employees. The motivational effect of the sample of empowering 
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leadership behaviour can be exhibited in the practice of leading by example, and by the leader 
promoting participative decision-making, and by him or her coaching, informing, and 
showing concern (Arnold, Arad, Rhoades, & Drasgow, 2000). This combination of 
participation and support seems to increase a sense of affective attachment and emotional 
involvement in the organisation (Den Hartog & De Hoogh, 2009).  
 
Lee and Koh (2001) argued that generally there are two basically different aspects of 
empowerment as a behaviour dimension in organisations. One aspect is the psychological 
state behind the follower’s behaviour that results from his/her leader’s empowering behaviour 
and the other is related to the features of the leader’s behaviour that cause employees to be 
empowered (Lee & Koh, 2001). Conger and Kanungo (1988) identified empowerment as a 
motivational construct which focuses on employees’ psychological need for self-
determination and personal efficacy. Their definition of empowerment is “a process of 
enhancing self-efficacy of organisational members through identifying and removing 
conditions that foster powerlessness both by formal organisational practices and informal 
techniques of providing efficacy information” (p. 203). Moreover, Konczak, Stelly and 
Trusty (2000) stated that empowerment is a type of leadership behaviour that is characterised 
by four dimensions. The first dimension of empowering leadership behaviour is the 
encouragement of self-directed decision-making which refers to the degree to which 
managers encourage independent decision making. The second dimension is the 
encouragement of self-directed problem solving. This dimension deals with taking initiative 
in identifying problems in work processes and taking steps to correct these problems 
(Wellins, Byham & Wilson, 1991; Fay & Frese, 2001; Frese, Fay, Hilburger, Leng & Tag, 
1997). The third dimension is sharing information and knowledge.  The final dimension is the 
encouragement of innovative performance which includes leadership behaviour that 
encourages calculated risk-taking and new ideas, provides performance feedback, and treats 
mistakes as opportunities to learn. These aspects describe the leader’s role as facilitating 
rather than directing and controlling.  Therefore, empowering leadership behaviour can 
influence employee behaviour by helping workers improve instrumental skills and abilities 
and associated self-efficacy in their tasks (Conger & Kanngo, 1988). As the word implies, 
‘empowerment’ is linked with the notion of power (Raub & Robert, 2010). 
 
Empowering leadership and LMX are fundamentally different constructs. LMX focuses on 
the process of the exchange and describes the quality of the supervisor–subordinate 
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relationship, measuring qualities as varying from low to high (e.g. Liden, Erdogan, Wayne, & 
Sparrowe, 2006), whereas empowering leadership behaviour is performed during the 
interaction process and relates to employees’ motivation, self-determination and personal 
efficacy (Lee & Koh, 2001). Although it would seem that studies including LMX and 
empowerment should be common, surprisingly few research efforts have examined these 
constructs in the same study. In one of the few studies that examined these constructs, Liden, 
Wayne, & Sparrowe (2000) found that although both constructs independently predicted 
employee outcome consequences, research was needed that examined the interactive effects 
of these constructs.  
 
Empowerment has been regarded as a Western management tool (Yukl, 2010; Hui, Au, & 
Fock, 2004), because it is consistent with low power distance, low uncertainty avoidance, and 
high individualism values (Offerman, 2004). In contrast, according to Hui et al. (2004), in 
high-power distance nations employees are accustomed to taking orders from their 
supervisors, and may neither expect nor desire participatory practices such as empowerment 
and delegation.  In India, for example, a high-power distance cultural setting, Robert, Probst, 
Martocchio, Drasgow, and Lawler (2000) found that empowerment was negatively associated 
with job satisfaction. They also found no significant association between empowerment and 
job satisfaction in Mexico and Poland, which also represent high-power distance cultures. 
Recently, Hui et al. (2004) found that empowerment significantly affects job satisfaction in 
low-power distance cultures, but not in high-power distance cultures. Hence, this research 
questions whether empowerment might be a Western management tool that could not be 
successfully used in a high power distance culture such as Saudi Arabia. The following 
identifies the rationale behind LMX-oriented paternalistic and empowering leadership 
behaviour.  
 
2.3.3 Context and social-cultural aspects of LMX, paternalistic and empowering leadership  
This study examines paternalistic and empowering leadership behaviour in relation to two 
factors: cultural aspects and context. The cultural context appears to relate to paternalistic 
managerial behaviour in work settings. Research conducted by Aycan, Kanungo, Mendonca, 
Deller, Stahl and Kurshid (2000) in 10 countries showed that paternalistic characteristics are 
mostly observed in India, Pakistan, China, and Turkey.  These countries shared the cultural 
values of collectivism and high-power distance (Hofstede, 2001; House, Hanges, Javidan, 
Dorfman, & Gupta, 2004) in which the awareness of family ties and loyalty and obligations 
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owed to family members are also evident in organisational life (Osland, Bird, Delano & 
Jacob, 2000). According to Dickson, Den Hartog, and Mitchelson (2003), cultures of 
developing countries tend to share such characteristics as collectivism, having high power 
distance and strong family bonds, and expecting organisations to take care of their workers 
and the workers’ families.   Therefore, paternalism is a cultural characteristic, more than just 
being a type of leadership behaviour (Erben & Gunser, 2008).  
 
A paternalistic leadership style is often practised in long-established businesses with low staff 
turnover, where leaders take charge and control to explain organisational decisions in order to 
let their followers know what will be expected from them (Erben & Gunser, 2008, Aycan, 
2006). This may lead to limited participation (Martinez, 2005), due to the fact that the 
decision-making (empowerment aspect) is directive rather than empowering in paternalistic 
leadership (Uhl-Bien & Maslyn, 2005). Employees in high power distance societies are 
expected to comply with the decisions and directions of the managers without question and 
accept inequalities in power distribution (Colella, Garcia, Triana, & Riedel, 2005; Pellegrini 
& Scandura, 2006; Popper & Druyan, 2001). In this regard, this may hinder paternalistic 
treatment from being a useful management tool during times of organisational change where 
participation is important.    
Arnold et al. (2000, p. 251) stated that “the change in managers’ roles and responsibilities in 
empowered environments appears to require a corresponding change in the types of 
leadership behaviours they employ”. In light of this, managerial empowerment is required to 
enhance work relations (Chen & Aryee, 2007), as this may give employees more power and 
control to initiate change on their level as it is proposed by this research.   
 
This is to some extent true in the Middle East, and specifically in the Arab organisational 
context. However empowerment and joint decision-making is unlikely to be widely adopted 
by Arab management (Muna, 1980), because employees in high-power distance societies 
may interpret delegation and employees sharing power as a shortcoming in leaders 
(Offerman, 2004). In this respect, Hofstede (1984, p. 259) claims that employees have 
stronger dependence needs in higher power distance countries such as Arab countries.  Thus, 
it may be argued that Saudi managers typically make "decisions autocratically and 
paternalistically" instead of making them "after consulting with subordinates” (Bierke & Al-




Accordingly, the current research is aimed at investigating the validity of practicing the two 
styles together in the context of organisational change.  Both styles are relational based and 
have been reported to have significant and positive relationships with LMX quality in 
previous works (see research model, section 2.5.1); this motivated the current research to try 
to contribute to the current literature by examining the influence of paternalistic and 
empowering leadership behaviour on LMX quality in the Saudi organisational context.  
 
This study expects to find a positive relationship between paternalistic and empowering 
leadership behaviour and the experienced quality of the relationship between leaders and 
followers in Saudi Arabia. Thus, LMX quality-oriented paternalistic and empowering 
leadership behaviour has been set as an explanatory framework for LMX effectiveness in 
individual outcomes in research model path (A).  
2.4 Leader-Member Exchange (LMX) Outcomes 
LMX is conceptualised as an exchange process based on reciprocity (Bernerth, Armenakis, 
Field, Giles, & Walker, 2007; Gerstner & Day, 1997), where both parties bring something of 
value to the exchange, and the two individuals become interconnected (Graen & Scandura, 
1987; Sparrowe & Liden, 1997). This may be explained by the social exchange theory (Blau, 
1964) where one person does something (e.g. provides care, support) for another person, and 
the other person gives something in return (e.g. commitment, effective task completion). 
Since most LMX studies have focused on relatively small and narrow sets of employee 
outcome variables that were related to individual levels of change (e.g. Van Dam et al., 2008; 
Schyns et al., 2007), the present study incorporates a range of employee outcomes that 
contribute to employees playing an effective role during times of organisational change.  
 
Therefore, this study is interested in investigating effective employee behaviour and attitudes 
as a consequence of the LMX construct. This can be summed up as employees feeling bound 
to respond to managers with whom they have good relationships by demonstrating 
willingness to take on new tasks and to cope with higher demands in their new tasks.  
 
Schyns (2004) emphasises that LMX is a useful approach in studying the quality of the 
leader/follower relationship in the workplace and its contribution to enhancing followers’ 
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effective work outcomes especially in a context of organisational change. In essence the 
multidimensionality of good social exchange between the employees and their managers may 
result in employees behaving proactively and showing willingness to engage in occupational 
change activities. Proactive employees show personal initiative and occupational self-efficacy 
in their job behaviours and their willingness to be identified as employees who are prepared 
for any upcoming changes; they are oriented towards being involved in activities that 
enhance their employability and demonstrate less resistance to the introduced occupational 
changes. These proposed LMX outcomes are discussed in the following section.   
 
2.4.1 Employees’ proactive behaviour 
Employees’ proactive behaviour is a central concern in contemporary firms and in theories 
regarding workplace behaviour (Hornung & Rousseau, 2007). Aspects of proactive behaviour 
are important in revealing employees’ effectiveness in the workplace. Axtell and Parker 
(2003, p., 114) stated that “performance expectations for employees in today’s flexible 
organisations are substantial”. Thus, organisations increasingly need capable employees who 
can take on broader and more proactive work roles (Bateman & Crant, 1993; Crant, 2000). In 
this respect, Crant (2000, p., 436) refers to proactive behaviour as “taking initiative in 
improving current circumstances; it involves challenging the status quo rather than passively 
adapting present conditions”  
 
Employees’ proactive behaviour has been considered an important factor, especially in 
situations where the most effective work behaviours cannot be prescribed in advance (Griffin, 
Neal and Parker, 2007). In this case, proactive behaviour may be considered as the constant 
tendency of a person to seek change in his/her environment to meet the new goals and can be 
regarded as a disposition (Bateman & Crant, 1993). This is because it is difficult to specify in 
advance all the behaviours necessary for the achievement of organisational goals (Fritz & 
Sonnentag, 2009). Accordingly, for the purposes of survival, organisations rely on employees 
engaging in proactive behaviour in order to promote change, as is highlighted by 
organisational behaviour scholars (e.g. Crant, 2000; Frese & Fay, 2001; Howell, 2005; 
Morrison & Phelps, 1999; Parker, 2000; Kim, Hornung, & Rousseau, 2011).  
  
Proactive behaviours may help in changing current work situations and may improve overall 
long-term working conditions (Crant, 2000; Frese & Fay, 2001). Such self-starting and 
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future-oriented behaviours initiated by an employee can lead to changes for the individual as 
well as the whole organisation (Fritz & Sonnentag, 2009; Grant & Ashford, 2008). 
Accordingly, employees who behave proactively are better positioned to respond to change 
demands than those who do not exhibit proactive behaviour in the workplace (Hornung & 
Rousseau, 2007).  
Despite different labels and theoretical underpinning concepts that relate to individual-level 
proactive behaviour, these concepts typically focus on self-initiated and future-oriented 
actions that aim to change and improve the situation or oneself (Crant, 2000; Unsworth & 
Parker, 2003). As a consequence, proactive behaviour is considered here as an employee 
attribute that is needed prior to taking active action towards embracing change.  
 
Despite the rapid changes in contemporary organisations, there is a dearth of theoretical 
models to explain employee behaviour during change (e.g. Kim et al., 2011; Weick & Quinn, 
1999). Accordingly, this research has stressed the importance of proactive behaviour to 
support change at the individual level and has considered it as a direct outcome of both roles 
of LMX.  On one hand, this research considers aspects of proactive employee behaviour as 
LMX outcomes in mediational relationships (see figure 2.2).  
 
 
Figure 2.2: Aspects of proactive behaviour are proposed as direct outcomes of LMX quality 
in a mediation relationship  
On the other hand, this research considers aspects of proactive employee behaviour as LMX 
dimensions outcomes (the independent influence of LMX sub-dimensions) in mediational 
relationships (see figure 2.3).  Besides proactive behaviour being regarded as an outcome of 
LMX quality in this research, it may also play an effective role as a mediator with LMX 
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dimensions. This is discussed in more details in the section of the development of the 
research mediational model. (See section 2.5.2). The next section provides a review of the 
proactive behaviour literature, in particular, scholars that have discussed personal initiative 
and occupational self-efficacy.  
 
Figure 2.3: Aspects of proactive behaviour are proposed as direct outcomes of the 
independent influence of LMX dimensions in a mediation relationship. 
-Occupational Self-efficacy 
Self-efficacy is an important “internal condition” required for effective individual adaptation 
to embrace the challenges of change (Ashford & Taylor, 1990; Axtell & Parker, 2003). 
Bandura (1977) introduced the concept of self-efficacy, explaining that people get involved 
in activities that they judge themselves capable of handling. Such beliefs influence how much 
effort they offer to a task in which they are assured of being successful and how long they 
persist in the face of obstacles (Bernerth, 2004).  On the other hand, people avoid activities 
that they believe exceed their coping capabilities (Bandura, 1977).  Thus, ‘perceived self-
efficacy is important to determine how well individuals can execute courses of action 
required to deal with prospective situations’ (Bandura, 1982, p. 122). Scholars continue to 
use the construct (Paglis & Green, 2002) and self-efficacy has been found to be an important 
aspect of proactive behaviours in the work place (Axtell & Parker, 2003) particularly during 
stressful times, such as periods of organisational change (Bernerth, 2004). In essence low 
self-efficacy presents negative recurring feelings in the individuals who judge themselves to 
be incapable of coping with environmental demands (Bernerth, 2004). Such self-doubt and 
worry create stress and reduces performance due to anxiety accompanied by feelings of 




Furthermore, the concept of self-efficacy has similarities to and differences from other related 
dispositional variables. In the literature, for instance, the term “role breadth self-efficacy” is 
introduced as a form of self-efficacy in the organisational context;   the term ‘role breadth’ 
(Parker, 1998; 2000) refers to an extended form of specific self efficacy that is related to job 
requirements. This concept was used within the context of workers' flexibility (Parker, 1998),  
which refers to the extent to which people feel confident and feel that they are able to carry 
out a broader and proactive role, beyond traditional prescribed technical requirements. 
Additionally, self-esteem, is a similar concept which is related to self-efficacy in the 
proactive behaviour literature (e.g. Judge, Locke, Durham, & Kluger, 1998; Judge, Thoresen, 
Pucik, & Welbourne, 1999) and relates to self-perception as a construct of self-evaluation. 
Self-esteem is a trait referring to the degree to which an individual likes or dislikes 
themselves (Brockner, 1988). Self-efficacy, on the other hand is a judgment about specific 
task capabilities (Brockner, 1988).  The important difference between self-efficacy and self-
esteem is that self-efficacy captures more of an individual belief or a judgment regarding task 
capabilities, whereas self-esteem captures more an affective evaluation of the self or feeling 
regarding the self (Brockner, 1988, Betz & Klein, 1996).  An issue with the few existing 
studies which examine self-efficacy as proactive behaviour is that they use a concept of 
generalised self-efficacy, which is a global competence belief that is not specific to a 
situation and that is relatively stable over time (Chen, Gully, Whiteman, & Kilcullen, 2000). 
However, self-efficacy has been recognised as a task-specific belief (Mitchell & Daniels, 
2003). Bandura (1982) said that self-perceptions of efficacy influence thought patterns, 
actions, behaviours, and emotional reactions during demanding situations. In this regard, self-
perception of self-efficacy is relevant in situations that individuals face.   
 
For the purpose of this study, a domain-specific concept of self-efficacy was used: 
occupational self-efficacy. Schyns and von Collani (2002, p. 227) define occupational self-
efficacy as “one’s belief in one’s own ability and competence to perform successfully and 
effectively in situations and across different tasks in a job”. The concept of occupational self-
efficacy was established to allow employees’ feelings of competence with respect to their 
occupation to be assessed (Schyns & Von Collani, 2002.). It assesses self-efficacy in a way 
that is broad enough to compare different types of occupations but still specific enough to be 
a good predictor for the workplace context (Schyns et al., 2007). Compared to generalised 
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self-efficacy, occupational self-efficacy has the advantage of being more applicable in an 
organisational context. (Rigotti, Schyns, & Mohr, 2008).  
 
The concept focuses on individuals’ self-evaluation of specific technical requirements that 
are vital to meet the demands of task changes during organisational change. Consequently, 
occupational self-efficacy covers employees’ feeling of competence in a way general enough 
to address confidence with respect to job changes (Schyns et al., 2007). In this study, the 
research focuses on occupational self-efficacy that is related to the employees’ confidence in 
performing new tasks or taking on new roles that are required due to organisational change.   
The proactive behaviour literature has introduced personal initiative as another concept that is 
related to individual effectiveness in the workplace. Aspects of proactive behaviour have 
been found to be related to each other (Crant, 2000). In line with this, there is evidence that 
self-efficacy is an aspect of proactive behaviour and is related to personal initiative (Frese, 
2000; Fay & Frese, 2001; Crant, 2000; Speier & Frese, 1997). This indicates that increasing 
perceptions of self-efficacy may help increase demonstration of personal initiative (Crant, 
2000). Proactive behaviour scholars regarded these as two aspects of an individual’s 
proactivity.  As a result, having confidence in what one can achieve will make it easier for an 
individual to test their capabilities and show initiative in a new situation. The following 
section is about personal initiative as another aspect of proactive behaviour.  
-Personal initiative 
Contemporary organisations need flexible employees who go further than narrow task 
requirements and who work proactively, showing personal initiative (Crant, 2000; Frese, 
Kring, Soose, & Zempel, 1996; Ohly, Sonnentag, & Pluntke, 2006; Parker, 2000; Sonnentag, 
2003). Frese and Fay (2001, p.134) define personal initiative as ‘work behaviour 
characterised by its self-starting nature, its proactive approach and by being persistent in 
overcoming difficulties that arise in the pursuit of a goal’. Initiative refers to an autonomous 
posture and behaviour that is self-started and proactive in contrast to being reactive and 
following orders (Frese & Fay, 2001).  
Personal initiative implies that the employee translates externally given tasks into internal 
tasks by reforming them, and this process allows employees to define extra-role goals that lie 
outside role requirements (Fay & Frese, 2001; Frese et al., 1997). According to activity 
theory (Hacker, 2001, 2003), the mechanism of the personal initiative process can be briefly 
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described as all work activities being controlled by goals that control the activities and these 
being stored in the individual memory as a representation of what the result should be in 
other conditions. Different persons can perceive and interpret identical tasks in different ways 
(Hacker, 2003). Different tasks provide different conditions for mental regulation processes 
when carrying out work activities. Hence, it is necessary to distinguish between the 
regulation requirements that different work conditions provide, and the individual appraisal 
that affects the redefinition process, so that, as a consequence, the approach is focused on 
conditions rather than individual appraisal (Hakanen, Perhonieme, & Toppiner-Tanner, 
2008). This is can be seen as the core distinction between self-efficacy as self-appraisal and 
personal initiative that redefines different task conditions (Hacker, 2003).  
Frese and his colleges introduced the concept of personal initiative at work as a factorial 
behaviour syndrome linked to organisational and personal effectiveness (Frese, Kring, Soose, 
& Zempel, 1996; Frese & Fay, 2001). Collectively, Frese and Fay (2001) refer to these 
concepts as “active performance concepts” because, in contrast to traditional performance 
concepts that assume a given task or goal, these concepts imply that people can go beyond 
assigned tasks, develop their own goals, and adopt a long-term perspective to prevent 
problems. Organisations need employees who identify problems and aim at solving them 
(Fritz & Sonnentag, 2009), and increased job demands are associated with higher levels of 
personal initiative (Fay & Sonnentag, 2002; Sonnentag, 2003).  
Accordingly, proactive behaviour may be considered to be an individual requirement that 
preconditions effective attitudes and actions to embrace organisational change. Accordingly, 
aspects of proactive employee behaviour are considered in this research as important LMX 
outcomes that strengthen individuals’ performance of roles which enable them to participate 
successfully during times of organisational change.  
 
Briefly, employees who are change-oriented continue improving themselves, for example 
through proactive behaviour such as by learning new tasks (Deci, Connell, & Ryan, 1989), 
and through showing initiative (Frese & Fay, 2001). Whereas learning a new task is 
independent on one’s present job or profession, initiative is regarded as the development of 
new goals and self-determined actions and has to be congruent with the goals of an 





2.4.2 Employees’ willingness to accept occupational change  
Increasingly, employees are being confronted with changing task demands due to 
organisational change processes (Schyns, 2004). Employees will either resist or accept the 
organisational changes. Over the past decades, the concept of attitudes toward change has 
emerged as a major construct in the literature on organisational development and change 
(Bouckenooghe, 2010). As a result, a number of attitude-related constructs have been 
introduced and examined including openness to change (Miller, Johnson, & Grau, 1994), 
readiness to change (Armenakis, Harris, & Mossholder, 1993), commitment to change 
(Herscovitch & Meyer, 2002; Neubert & Cady, 2001), and intentions to engage in change-
supportive behaviour (Jimmieson, Peach, & White, 2008). Taken together, these cover a wide 
range of positive mind sets toward change and willingness to get involved and contribute to 
its success (Kim et al., 2011). 
 
Scholars have used a variety of methods to conceptualise people’s reactions to change (Oreg, 
Vakola, & Armenakis, 2007). Some scholars use positive terms such as readiness to change 
or commitment to change, whereas others use negative terms such as resistance, while yet 
others prefer the more all-encompassing term attitude toward change (Bouckenooghe, 2010). 
According to Bouckenooghe (2010), research into resistance to change often reflects the 
negative focus, stressing how crucial it is to overcome this problem of resistance. 
Additionally, the positive focus is more concerned with identifying factors that enable, 
motivate, and facilitate people to be open or ready for change (e.g., Armenakis, Harris, & 
Mossholder, 1993).  
 
The present research uses the term willingness to accept occupational change as the desired 
attitudinal outcome of LMX.  The willingness to accept occupational change is a broader 
concept that entails the willingness to (a) perform new tasks and responsibilities within an 
organisation or (b) move from one organisation to another while still having the same tasks 
and responsibilities (Otto, Dette-Hagenmeyer, & Dalbert, 2010). This research focuses solely 
on willingness to accept task change within an organstion.  
 
The aspects of employees’ willingness to accept occupational change as assumed by this 
research include the psychological state (e.g. negative feelings) identified as low resistance, 
and changing and developing task intention orientation (positive intention) identified as 
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preparedness for occupational change and employability orientation. These aspects 
encompass both positive and negative views about change, and as such reveal the importance 
of investigating the possible antecedents. 
 
Limited empirical studies have focused on attitudes towards the individual level of change, 
such as task change and its determinants (e.g., Van Dam, et al, 2008; Schyns, et al, 2007). 
Accordingly, this research stressed the importance of employees’ willingness to accept 
occupational change and considered it as a direct and indirect outcome of LMX which can be 
seen in both roles.  On one hand, this research considers the aspects of employees’ 
willingness to accept occupational change as LMX quality-oriented leadership behaviour 
outcomes (the joint effect of LMX dimensions) in mediation relationships (see figure 2.4). 
 
 
Figure 2.4: Aspects of willingness to accept occupational change are proposed as direct 
outcomes of LMX quality in mediation relationships  
On the other hand, this research considers aspects of employees’ willingness to accept 
occupational change as indirect outcomes of LMX dimensions (the independent influence of 
LMX dimensions) in mediation relationships (see figure 2.5).  Besides this, employees’ 
willingness to accept occupational change has been regarded as a direct outcome of proactive 
behaviour in mediation relationships.  This is discussed in more details in the development of 






Figure 2.5: Aspects of willingness to accept occupational change are proposed as direct 
outcomes of proactive behaviour and indirect outcomes of LMX dimensions in mediation 
relationships  
 
This study assumes that proactive employees who demonstrate proactive behaviour in the 
day-to-day workplace will be more willing to develop a positive attitude towards future 
changes in their occupations if required.  
 
 
-Resistance to occupational change 
Resistance to change is probably the best-known attitude regarding change (Bouckenooghe, 
2010). Managing organisational change is in very large part, about managing the “people” 
aspects of that process  due to the fact that people, the human resources of the organisations, 
are a vital resource in any organisation in successfully implementing organisational change 
(Alas, 2008), as well as at the same time, potentially being the biggest obstacle to achieving 
change (Smith, 2005). When organisational change is announced an employee may feel 












































will entail new and different skills, as well as the loss of some satisfactory current activities 
(Kotter & Schlesinger, 2008).  
 
Researchers argue that most failures in the organisational change process are due to human 
factors which are directly related to individual and workplace determinants (e.g., Kotter, 
1995, Armenakis, Harris & Feild, 1999) as employees want to defend the status quo (Oreg, 
Nevo, Mertzer, Leader, & Castro, 2009; Chawla & Kelloway, 2004). By this it is meant that 
resistance to change is the same as commitment to the current state (Armenakis et al., 1999) 
and is typically viewed as a negative reaction to a change effort (Bernerth, 2004). It seems to 
be natural for there to be resistance to change in the time between a change initiative and its 
implementation (Oreg et al., 2009). In this respect, resistance to change has been defined as 
“an inability or an unwillingness to discuss or to accept changes that are perceived to be 
damaging or threatening to the individual” (Buchanan & Huczynski, 2004, p. 617). Chawla 
and Kelloway (2004, p. 485) defined resistance to change as “an adherence to any attitudes or 
behaviours that thwart organisational change goals”.  Similarly, Oreg (2006) considered 
change resistance as a negative attitude towards change, which includes negative feelings, 
and negative action.  
 
Viewing resistance as an attitude refers to the dependence of employee response on 
psychological rejection of change on the basis of need (Chawla & Kelloway, 2004).  People 
resist change because they fear they will not be able to develop the new skills that will be 
required from them in the new situation (Kotter & Schlesinger, 2008). Some researchers have 
begun to criticise the common view of resistance and to introduce a more comprehensive 
view of individuals’ attitudes toward organisational change. In this respect, Smith (2005) 
suggested that the effort of dealing with employees’ resistance can be reduced by positively 
shaping their attitude toward the change. Indeed some researchers have argued that 
individuals are not naturally resistant to change; they rather resist the imposition of change, 
or the way change is imposed on them (Fuegen & Brehm, 2004; Knowles & Linn, 2004).  
 
The focus on employees’ resistance to change has thus shifted to an alternative approach 
which is related to individual readiness for organisational change (Lines, 2005). Thus, the 
process must target employees’ readiness for the change, not attempting to overcome 
resistance to it. Employees require preparation in order to be ready for organisational change. 
This preparation focuses on enhancing employees’ current job requirements to meet the 
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organisational demands (Schyns, 2004).  Successfully doing so may lead to adoption rather 
than resistance behaviours from organisational members (Bernerth, 2004).  
 
According to Ostroff and Clark (2001) decisions to accept changes in career or job area 
require more complex analysis on the part of the employee because the benefits of such 
moves (e.g. opportunity to learn new skills, ability to remain employable at the firm) are not 
always obvious. Further, the costs of accepting such moves may be high (e.g., risk associated 
with learning a new skill) (Ostroff & Clark, 2001).  Thus, this research defines resistance to 
change as the potentially negative reaction of an individual that prevents him/her from 
acquiring new job requirements to enable him/her to demonstrate active involvement in the 
organisational change process. This study looks at resistance as a negative attitude toward job 
change which reflects the usual first negative reaction of employees when a change is 
introduced.  This study conceptualises resistance broadly as initial low levels in the 
acceptance of change. The focus is on a reduced negative attitude (low resistance to task 
changes) as an aspect of employees’ willingness to accept changes in their occupations (task 
focus). The following section identifies the use of another construct that is related to 
individual change. It is about employees’ positive attitudes to accepting alterations in their 
current tasks in order to undergo organisational change.   
 
-Preparedness for occupational change 
 
The concept of preparedness for occupational change can be placed in the framework of 
similar concepts which are related to some career development variables such as 
employability (Van Dam, 2004; Fugate, Kinicki & Ashford, 2007), and personality factors 
such as personal initiative (Frese & Fay 2001; Frese et al., 1997.) Employability is the closest 
concept to preparedness for occupational change. It is about having up-to-date job skills and 
knowledge (Nauta, VanVianen, Heijden, Van Dam, & Willemsen, 2009), while preparedness 
for change is about the willingness to perform new tasks in the current job (Schyns, 2004; 
Schyns et al, 2007). However, rather than referring to the general attractiveness of employees 
(updated skills and knowledge which enhances employability) which implies a match 
between individual abilities and the needs of the labour market, preparedness for change is 
placed on the level of the individual’s desire to obtain new tasks or jobs (Schyns, 2004). On 
the one hand, personal initiative is a proactive behaviour that is restricted to change within 
the organisation and inter-organisational career orientation, while the emphasis in 
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preparedness for change (as an attitude) is on the type of change (occupational change), 
within or outside the present organisation (Schyns, 2004). For the purpose of this research the 
concept of preparedness to change has been limited to change in the tasks within the current 
job in the present organisation. Schyns (2004, p. 662) defined the concept of preparedness for 
occupational change as “...wish to acquire higher task demands (e.g., greater complexity) in 
the sense that employees have thought about change but have not yet acted to seek change”  
Additionally, Schyns (2004) asserted that employees’ preparedness for occupational change 
can be crucial for the employees to maintain their jobs in the organisational change process. 
Accordingly, the importance of having employees who are occupationally prepared for any 
changes in their tasks is demonstrated in their readiness to immediately embrace any 
organisational change. Readiness to change is a similar concept that is related to individual 
change (Smith, 2005; Baker, 1995; Kotter, 1995; Armenakis et al., 1993).  The distinction 
between preparedness and readiness is placed in the focus of the change.  Readiness to 
change is primarily based on the employees’ perceptions about themselves, organisations, 
and the change process as a whole (e.g. Smith, 2005; Baker, 1995; Kotter, 1995; Armenakis 
et al., 1993; Van Dam, 2003; Eby, Adams, Russell & Gaby, 2000; Schneider & Bowen, 
1993). The concept of readiness to change has been used in social psychology, in work 
involving topics such as changing attitudes, social cognition and social influence (e.g. 
Armenakis et al., 1999), as well as in work on organisational change (e.g, Smith, 2005; 
Baker, 1995; Kotter, 1995; Armenakis et al., 1993; Van Dam, 2003) . Walinga (2008) 
indicated that the theoretical basis for change readiness begins with the concept of “creating 
readiness” by “reducing resistance to change.” By creating individual change readiness 
before attempting to begin the organisational renewal, the need for later action to cope with 
resistance may be largely avoided (Smith, 2005). Consequently, research views readiness to 
change as a step to determining how ready for the change the employees are (Smith, 2005; 
Baker, 1995).  
Researchers have defined individual readiness for organisational change in slightly different 
ways. For example, Armenakis et al. (1993) and Janssen (2000) defined the concept in terms 
of the necessity of a specific change initiative and the organisational capacity to implement it 
successfully. The researchers all agree that individual readiness for organisational change 
involves an individual’s evaluation of the individual and organisational capacity for making a 
successful change, the need for a change, and the benefits the organisation and its members 
may gain from it (Armenakis et al., 1993; Eby et al., 2000; Holt, Armankis, Feild & Harris, 
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2007; Janssen, 2000). In addition, Bernerth (2004) explained that “readiness is more than 
understanding the change, readiness is more than believing in the change, readiness is a 
collection of thoughts and intentions toward the specific change effort” (p. 40). The previous 
definition indicates the holistic and collective view that the readiness concept reveals.   
 
Recently, Holt et al. (2007) more clearly defined the concept as a multifaceted construct with 
four dimensions: individuals’ belief in the change-specific efficacy, appropriateness of the 
change, management support for the change, and personal benefit of the change. These 
dimensions encompass organisational and individual level concerns.  Briefly, readiness is a 
cognitive state comprising the beliefs, attitudes, and intentions regarding a change effort 
(Armenakis et al., 1999).  
 
By illustrating the readiness concept in the above scholars, it can be seen that researchers 
mostly focused on employee readiness factors as predictor variables for developing positive 
attitudes and behaviours in connection with organisational change. The literature reveals that 
Schyns (2004) was the first to examine a similar concept that relates to individual attitudes 
and behaviours in connection with organisational change. Preparedness for occupational 
change is more focused and directly related to occupational change at the individual level of 
change. Considering the close meanings of the two concepts, Walinga (2008) stated that 
progression from the preparation stage is crucial because it involves the translation of the 
behaviour into actual performance. Thus, change readiness can be an important part of the 
gap between preparation and action, and it can be asserted that effective organisational 
change begins first at the individual level of the analysis (Walinga, 2008). Researchers have 
confirmed that for organisational change to take place, individual employees must first be 
prepared, and ready for change (Backer, 1995; Eby et al., 2000).  This study concentrates on 
preparedness for occupational change as it focuses on changes in tasks. In relation to the 
exchange relationship between a leader and a follower, Schyns (2004) argues for a potential 
prediction that high quality exchange relationship may play a part in employees’ 
demonstrating preparedness for occupational change in the workplace. This research 
investigates this argument.  
 
Based on the understanding of the concept of individual preparedness for occupational 
change, the following section discusses another concept related to the individual career 




-Employability orientation   
Organisations need to be more flexible; one way to achieve this is to increase the functional 
flexibility of the organisation (Nauta, et al, 2009). This can be achieved through having 
employees who can carry out different tasks and activities to meet changes in work 
requirements, which in turn enables organisations to react more flexibly to future changes 
(Guest, 1987).  
 
The importance of employees’ functional flexibility (also termed multi-skilling) has been 
highlighted in facilitating the change of job design (Cordery, Sevastos, Mueller, & Parker, 
1993). Additionally, previous scholars suggested that functional flexibility can increase 
positive worker responses (Atkinson, 1984; Helfgot, 1986; Cordery et al., 1993). Pruzan 
(1998) stated that functional flexibility concentrates on employees’ capacity to learn and 
develop themselves at a fast rate. Moreover, Riley and Lockwood (1997) defined functional 
flexibility as “having employees who are multi skilled and who can therefore move between 
jobs or tasks as demand arises” (p. 414).   Considering what has been highlighted by past 
scholars, employees’ functional flexibility is a key factor that may play an important role in 
increasing workers’ positive response toward change demands and increasing workers’ 
capacity to gain new knowledge in their jobs.  Berg and Velde (2005) proposed that attitudes 
toward functional flexibility consist of the dimensions of willingness and the ability to be 
flexible. Willingness to be flexible has been defined as “attitudes characterised by readiness 
of an employee to change tasks or jobs within the organisation”. The ability to be flexible has 
been defined as “the self-perceived attitude of the employee for performing well on other 
tasks and jobs” (Berg & Velde, 2005 p. 113).   
 
In general, employability is a critical requirement, both for the organisations which need to 
compete in a changing environment and for individuals who aim for career success (Fugate, 
Kinicki, & Ashford, 2007; Van der Heijde & Van der Heijden, 2006). With regard to 
occupational change demands, the modern view of employability states that coping with such 
changing task requirements is the employees’ responsibility and that they should be able to 
meet the current needs with the most up-to-date knowledge and skills and the ability to 
continuously build new capability to adapt to rapid changes (Fugate, et al., 2007; Nauta, et al 
2009). In support of this view, the assumption that knowledge, skills, and abilities (KSAs) for 
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given tasks are known and static is too narrow and not typical of today’s unstable 
employment situation (Guest, 1987; Fugate & Kinicki, 2008).  
 
Employability has been conceptualised from three different perspectives, the economic-
social, the individual, and the organisational (Van Dam, Van der Heijden, & Schyns, 2006; 
Nauta, et al 2009). Within the economic-social perspective, employability refers to the ability 
of different categories of the workforce to gain and maintain employment which distinguishes 
between the employable and unemployable worker (McQuaid & Lindsay, 2005). Since the 
1990s, an individual-based perspective on employability has emerged (Nauta et al., 2009) 
which gives attention to the need to enhance one’s employability to meet the increased career 
requirements. As careers have become increasingly limitless and require continues 
development on the part of employees’ skills (Nauta et al., 2009). Different related concept 
have emerged, such as, mobility (Van Dam, 2005), career development (Sterns& Dorsett, 
1994), occupational expertise (Van der Heijde & Van der Heijden, 2006), and personal 
development and lifelong learning (Bezuijen, 2005; Rothwell & Arnold, 2007).   Employees 
need to be focused on their adaptability in order to attain a job within or outside their 
organisation (Fugate et al., 2007). 
 
The present study addresses employability from the individual perspective, emphasising that 
the increase in employees’ employability will lead to increased organisational functional 
flexibility, specifically, in the context of organisational change.  
 
Employability orientation is concerned with attitudes toward interventions and changes that 
aim to enhance the employees’ and organisation’s flexibility. Employees’ employability 
orientation has been considered in this research as a key element which contributes by 
enhancing personal and organisational functional flexibility. Increased workers' 
employability orientation refers to the employees’ openness and their continued willingness 
to adapt to changing work requirements by developing flexible and broader skills and being 
prepared to change tasks and jobs (Van Dam, 2004). A relationship may exist between 
employability orientation and employability activities since employees who are more 
interested in their personal development may also have more positive attitudes towards 
employability interventions (Van Dam, 2003). To obtain increased employability, a positive 
employability orientation is important but not sufficient. In support, Van Dam (2004) found 
that employability orientation is a strong predictor of employability activities. Hence, 
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employees’ employability orientation in this research is regarded as a positive attitude toward 
undertaking any activities that enable an employee to adopt new changes in the content of 
her/his job if required, in order to act more flexibly in the process of embracing 
organisational change.   
 
This study is not intended to assess any kind of employability activities; the focus here was 
on employability orientation as an indicator of employees’ functional flexibility instead of 
employability activities, to show to what extent the employees are willing to develop their 
skills and knowledge if needed to meet the demands in task changes.  
 
The following section introduces the integrated view of the research mediational model.  It 
identifies gaps and therefore opportunities to contribute to the current literature by developing 
a model that includes hypothesised mediation relationships based mainly on what has been 
empirically confirmed from the related studies to explain the underpinning mechanism 
between the research independent, mediator, and dependent variables that form the 
conceptual basis for this study.   
2.5 Mediational Research Model  
This section presents the research model that pictorially summarises the hypothesised 
mediation relationships and seeks to promote new research based on the research motives and 
gaps in the current related literature. In general, the mediation relationships are based on the 
contribution of the mediator as intervening variable that transfers the influence from the 
independent to the dependent variables. The current study proposes and tests an integrative 
model of LMX in mediation relationship framework that extends our understanding of the 
mechanisms that underpin LMX roles in predicting important employee work outcomes (see 
figure 2.6). The model is at the individual level of analysis and examines the influence of 
LMX on employees’ behaviours and attitudes. The proposed mediation hypotheses are 
examined using multiple mediation analysis (Preacher & Hayes, 2008a) as a special 
technique to test mediational relationships (see chapter four section 4.4 for the results).  
In order to develop the integrated view of the research model, two mediation paths (path A & 
B) based on LMX roles in predicting employees’ outcomes have been hypothesised. The first 
path is based on the LMX relationship quality-oriented paternalistic and empowering 
leadership behaviour (see figure 2.6). In this path LMX quality (the integrated effect of all 
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LMX dimensions) is hypothesised to play a multiple mediator role between leaders’ 
paternalistic and empowering behaviour and employees’ proactive behaviour, namely, 
personal initiative and occupational self-efficacy, and employees’ willingness to accept 
occupational change, namely, less resistance to occupational change, preparedness for 
occupational change, and employability orientation. The second path is based on the 
independent effects of LMX dimensions (LMX-Affect, LMX-Loyalty, LMX-Contribution, 
and LMX-Professional Respect) on employees’ willingness to accept occupational change 
(see figure 2.6). In the second path it is hypothesised that employees’ proactive behaviour 
(personal initiative and occupational self-efficacy) plays a multiple mediator role between 


































Figure (6) the overview of the propos 
 


























 Bold arrows show direction of Path A     
Light arrows show direction of Path B  
                   The oval shape represents the mediator role 
                                                                                   





change   
Employability 
orientation   
Employees’ Willingness to 
Accept Occupational Change  
LMX Relationship-Oriented 

































As this study is based on employees’ perception of LMX quality and its antecedents and 
outcomes, it is necessary to review previous empirical research that has considered the 
individual level of analysis in investigating LMX effectiveness. Since the early formulation 
of LMX theory (Graen & Cashman, 1975) a large number of additional studies have 
established the effective roles of LMX in predicting employee outcomes in the workplace. As 
a result, it was decided only to consider recently published research into LMX roles in 




Table 2.1: Summary of studies identifying LMX antecedents and LMX roles in predicting employee outcomes 
  
Reference Year  LMX antecedent variables LMX role LMX outcome 
Liden, Wayne, & Sparrowe 2000 
 
 Independent  Commitment, performance and empowerment  
Schyns & von Collani 2002   Independent  Occupational self-efficacy 
Hung, Ansari, & Aafagi  2004  Independent; LMX 
dimensions  
Commitment  
Lee 2005 Transformation leadership Mediator The dimensions of LMX and organisational commitment  
Kim & George  2005  Independent  Psychological empowerment  
Wang, Law, Hachett, Wang, & Chen  
 
2005 Transformational leadership  Mediator  Task performance and citizenship behaviour  
Schyns, Paul, Mohr, & Blank  
 
2005  Independent Occupational self-efficacy ,delegation and commitment  
Bhal 
 
2006  Independent;-LMX 
contribution  
Citizenship behaviour, perceived contribution , and interactive justice  





 Independent Satisfaction with the task 
Fix & Sias  2006  Independent  Communications   
Pellegrini & Scandura 2006  Independent  Job satisfaction, delegation, and paternalism  
Schyns, Torka, & Gossling 2007  Independent  Preparedness for occupational change and occupational self-efficacy  
Ansari, Hung & Aafagi 2007  Independent; LMX 
dimensions  
 
LMX affect and contribution predict organisational commitment. LMX 
respect predicts procedural justice.  
Ansari, Bui & Aafagi, 2007  Independent Delegation  
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Bhal & Ansari  2007  Independent in mediational 
model  
LMX-Affect and contribution predict satisfaction  
LMX-contribution predict commitment  
Liang, ling & Heieh 2007 Paternalistic  Mediator  Organstional citizenship behaviour  
Lee, &Wei  
 
2008 Transformational leadership  Mediator  
 
Followers’ effectiveness; satisfaction,  
extra effort,  and organisational commitment 
Lee  2008 Transformational leadership Mediator (loyalty)  
 
Employees’ innovations  
 
Schyns & Wolfram 
 
2008   Independent Job satisfaction, commitment,  
Contribution dimension of LMX is related to followers’ occupational self-
efficacy (as rated by followers)  
Sparr & Sonnentag 
 
2008 fairness perceptions of supervisor 
feedback 
Mediator  Low job depression, job satisfaction, low turnover intentions 
Wang, Law, & Chen  2008   Independent 
 LMX-affect and contribution 
LMX-affect was related to task performance. LMX-contribution was related 
to job dedication  
Van Dam, Oreg, & Schyns 
 
2008  Independent Less resistance to change  
Bhal, Gulati, & Ansari 
 
2009  independent LMX-affect and 
contribution  
LMX contribution predicts organisational commitment. LMX affect predict 
job satisfaction and commitment  
Yukl, O’Donnell, & Taber 2009 Wide range of leaders’ behaviour 
(delegation)  
Dependant   
Harris, Wheeler, &Kacmar 
 
2009  Independent  LMX related to empowerment. The interactive between then leads to 
performance and job satisfaction and less turnover intensions.  
Hsiung & Tsai, 
 
2009  Independent  LMX was related to relative job breadth  and supervisor-subordinate 
congruence on job content supporting the existence of enlargement and 
congruence effect  
Lo, Ramayah, Min & Songan 2010 Dimensions of transactional and 
transformational leadership  
Moderator  Organisational commitment  
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Hughes, Avey, & Nixon 
 
2010 Transformational leadership  Mediator  Intention to quit and job search behaviour  
Torka, Schyns, & Loois 
 
2010  Independent  Positive correlation with satisfaction with  
direct participation and perceived  
distributive justice concerning participation 
Pellegrini, Scandura & Jayaraman 
 
2010  Independent in predicting 
employees outcomes  
Paternalistic complements the influence of LMX on organisational 
commitment. LMX has a significant effect over paternalism with respect to 
job satisfaction.  
Mahsud, Yukl & Prussia  2010 Leader-relation oriented behaviour 
(Empathy and ethical leadership)  
Dependant   
Walumbwa,Cropanzano, & Goldeman  
 
2011  Independent  Commitment and  self-efficacy  
Wang & Yi  2011  Independent  Turnover intention  
Jing-Shou & Wen-Xia 2011  Independent ;LMX 
dimensions  
Affect, loyalty and professional respect predict commitment  
Dulebohn , Bommer, Liden, Brouer, & 
Ferris  
2011 transformational leadership  Mediator Commitment , job satisfaction, performance, low turnover intention, 
psychological empowerment  
Chan & Mak 
 
2011 Paternalistic  Mediator  Task performance and citizenship behaviour  
O’Donnell, Yukl, & Taber  
 
2012 Host of leadership behaviour 
(relational and task-oriented) 
Dependant   
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As can be noted from the above table, the correlated variables of LMX identified by empirical 
research are mostly employee outcome variables that exist as a result of the leader-member 
exchange (LMX). These are general employee outcome variables that may occur in the daily 
work context and are not specific to the organisational change context.  Nevertheless, a few 
attempts have been made to study LMX and its outcomes in the organisational change context 
(Van Dam et al., 2008; Schyns et al., 2007). Regarding leadership behaviour, a limited number 
of studies gave the linkage between leadership behaviour and LMX much attention. Most studies 
on the linkage between LMX and leaders’ behaviour have mainly focused on transformational 
leadership (e.g. Hughes, Avey, & Nixon, 2010; Lee & Wei, 2008; Lee, 2008; Wang, Law, 
Hachett, Wang, & Chen, 2005;  Dulebohn, Bommer, Liden, Brouer, & Ferris, 2011) On the other 
hand, a small number of studies investigated the linkage between paternalistic leadership 
behaviour and LMX (e.g. Pellegrini & Scandura, 2006; Pellegrini, Scandura & Jayaraman, 
2010), and empowerment leadership behaviour and LMX (e.g. Liden, Wayne, & Sparrowe, 
2000). Paternalistic leadership behaviour and leaders’ practices regarding delegation and LMX 
have been investigated in a study by Pellegrini and Scandura (2006). No studies have 
investigated both paternalistic and empowerment leadership behaviour as antecedent variables 
that exist prior to the exchange (LMX).  No studies have investigated LMX quality (all LMX 
dimensions) as a multiple mediator between paternalistic and empowering leadership behaviour 
and employees’ behaviours and attitudes. No studies have examined the effect of each of the four 
LMX dimensions on employees’ behaviours and attitudes independently. Nor have any studies 
have examined the joint effect of personal initiative and occupational self-efficacy as a multiple 
mediator between LMX dimensions and employees’ attitudes towards occupational change. No 
studies have been carried out to investigate similar proposed roles of LMX in the Saudi 
workplace context.   
From what has been stated above, it can be seen that there are new potential areas for LMX 
investigation in addition to the aspects of the empirical context of the current research 
(organisational change and collectivist culture in the Saudi context). Accordingly, this research 
considers these gaps in LMX literature and proposes a new model of LMX to be tested in a new 
context, Saudi Arabia. The current study extends LMX theory in several ways. First, the current 
research conceptualises LMX as a multidimensional construct with two roles in predicting 
employee outcomes in the Saudi-workplace context. Second, the focus of this study is to 
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examine the possible predictor role of LMX quality regarding the host of employees’ behaviours 
and attitudes that are related to task changes on the individual level. Third, it examines two 
possible antecedent of LMX quality: leaders’ paternalistic and empowering behaviour. Finally, 
the research investigates the independent influence of LMX dimensions on employees’ 
willingness to accept occupational change through aspects of employees’ proactive behaviour as 
a multiple mediator.  
Because this research is interested in investigating the multidimensional view of LMX as one 
factor that captures all four dimensions, affect, loyalty, contribution, and professional respect, 
and as four independent factors according to each dimension, two path models have been 
proposed. These paths are: 
 
1. Path A illustrates the hypothesised role of the full multiple mediation effect of LMX 
Quality (the joint effect of LMX dimensions, affect, loyalty, contribution, and 
professional respect) between leaders’ paternalistic and empowering behaviour and 
employees’ proactive behaviour and employees’ willingness to accept occupational 
change. The concept of LMX quality-oriented paternalistic and empowering leadership 
behaviour is explained as a predictor of employees’ proactive behaviour, and willingness 
to accept occupational change.  
  
2. Path B illustrates the hypothesised role of the independent effects of LMX dimensions 
(LMX-Affect, LMX-Loyalty, LMX-Contribution, and LMX-Professional Respect) on 
employees’ willingness to accept occupational change through employee’s proactive 
behaviour. The importance of proactive behaviour as a mediator is explained.   
 
The research model has been developed based on mediational linkages that involve 
relationships in causal sequences beginning with the independent to mediator and to outcome 
variables. Accordingly, the following identifies the construction of these mediational linkages in 







2.5.1 Hypothesis development: research model path A  
The research model path A investigates the role of LMX quality as a multiple mediator between 
leaders’ behaviour and employees’ proactive behaviour and willingness to accept occupational 
change. In this path LMX is considered as providing a special setting for employees and their 
managers that may be incorporated to maximise effective employee outcomes. Since LMX is 
premised on the notion of reciprocity (see figure 2.7), it is hypothesised that paternalistic and 
empowering leadership behaviour will positively affect LMX quality and may generate 
behaviour and attitudes that benefit the managers and the organisation as a whole.  
 
 
Figure 2.7: LMX as a process centres on the exchange relationship between employees and their 
immediate managers 
Recently there have been calls for additional research using the quality of leader–member 
exchange (LMX) as a mediator of the relationships between leadership behaviour and workplace 
outcomes (e.g. Lee, 2005; Hughes et al., 2010). The current research has tended to treat LMX as 
an intervening variable between leaders’ behaviours as causal antecedents and a set of resulting 
consequences.  
 
In the existing literature, the powerful effects of LMX quality have been empirically 
demonstrated in the workplace. Most previous studies have investigated LMX quality as an 
independent variable (e.g. Torka, Schyns, & Looise, 2010; Wang & Yi, 2011; Schyns, Paul, 
Mohe, & Blank, 2005; Bhal, 2006); some of these studies investigated LMX quality as 
dependent variables (e.g. Mahsud, Yukl, & Prussia, 2010). Similar to the present research, a 
number of recent scholars in organisational studies have treated LMX as a mediator (e.g. Lee, 
79 
 
2005; Chan & Mak, 2011; Hughes et al., 2010; Lee & Wei, 2008; Lee, 2008; Sparr & Sonnentag, 
2008; Wang et al., 2005; Hui, Law & Chen, 1999) between different antecedents and consequent 
variables. This research investigates the role of LMX quality as a multiple mediator between 
leaders’ behaviour, namely paternalistic and empowering behaviour, and employees’ behaviours 
and attitudes. To develop this type of mediational linkage, the proposed relationships between 
the antecedents and the mediator (paternalistic and empowering leadership behaviour and LMX 
quality) and between the mediator and the outcomes (LMX quality and employees’ proactive 
behaviour and willingness to accept occupational change), need to be considered on the basis of 
previous work.   
 
- Antecedent variables of LMX quality  
Although many studies have examined various outcomes of LMX, few studies have found LMX 
to be predicted by specific types of leadership behaviours (e.g. Lee, 2005; Yukl et al., 2009; Lee, 
2008; Mahsud et al., 2010; Dulebohn et al., 2011). Recent studies stated that the role of the 
leader’s behaviour in developing LMX quality is vital (Lee, 2005; 2008; Yukl et al., 2009; 
Mahsud et al., 2010; Dulebohn et al., 2011; O’Donnell et al., 2012).  Thus, it is surprising that so 
little attention has been given to the leader’s behaviour as an antecedent of LMX quality. As the 
leader plays a vital role in the leader-follower exchange relationship, it is logical to investigate 
the effect of his/her behaviour on this type of social exchange. In the literature, LMX has been 
regarded as a relational-based approach to leadership (Graen & Cashman, 1975; Graen, Liden & 
Hoel, 1982; Graen & Scandura, 1987; Graen & Uhl-bien, 1995). Thus LMX can fit well with 
leadership behaviour that is relational-oriented in nature. Mahsud et al. (2010) reported leaders’ 
relational behaviour to be positively linked to LMX quality.  
 
Paternalistic and empowering leadership behaviour can be relevant to the relationship-based 
approach to studying leadership, unlike traditional theories that study leadership as a function of 
leaders’ personal attributes (Pellegrini et al., 2010; Yukl, 2010; Yukl et al., 2009; Mahsud et al., 
2010).  
 
As the LMX approach focuses on the quality of interpersonal relationships between leaders and 
followers (Graen & Uhl-Bien, 1995), this makes it appropriate to carry out an investigation in 
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relation to paternalistic and empowering leadership behaviour. The aspects of “obligation and 
loyalty” in personal exchange relationships fits well with the dynamics of paternalistic 
relationships (Pellegrini & Scandura, 2008). Moreover, the interpersonal characteristics of 
empowering leadership, such as being supportive and exhibiting trust and confidence, may be 
applicable in developing LMX quality (e.g. Harris, Wheeler, & Kacmar, 2009; Yukl et al., 2009; 
O’Donnell et al., 2012). The demonstration of paternalistic and empowerment professionally in 
the process of LMX can encourage the employees to join the “in-group” member categorisation. 
Besides the above reasoning, the proposed association between the three constructs, paternalism, 
empowerment, and LMX quality in the current research can be justified in the light of factors of 
national culture and the organisational change context in addition to the shared relational aspects.  
 
By considering the cultural aspects that are related to LMX quality and the approaches to 
paternalistic leadership discussed in previous studies, this research found it was possible to 
establish linkages between the two constructs. Paternalism is found to be a socio-cultural 
characteristic of Asian and Middle-Eastern societies and it is argued that paternalistic leadership 
behaviour is very common in these contexts and has been developed to improve workplace 
relations (Aycan et al., 2000; Erben & Guneser, 2008).  In this regard, LMX quality has been 
found to be positively related to paternalistic leadership in the Chinese context (e.g., Chan & 
Mak, 2011; Liang, Ling, & Hsieh, 2007), in the Malaysian context (e.g., Hung, Ansari, & 
Aafagi, 2004), in the Indian context (e.g., Pellegrini et al., 2010), and in the Turkish business 
context (Pellegrini & Scandura, 2006). As the above studies have been conducted in societies 
that are characterised by collectivism and high power distance (see Hofstede, 1984), it is relevant 
to examine this linkage in the Saudi organisational context, as Hofstede’s (1984) study found 
that Saudi Arabia is characterised by collectivism and high power distance.   
 
Since paternalistic leadership emphasises power differentials (Colella et al., 2005; Pellegrini & 
Scandura, 2006), unidirectional downward influence (Uhl-Bien & Maslyn, 2005), and control of 
decision-making (Martinez, 2005), paternalistic leaders are unlikely to encourage participation in 




Accordingly, this research suggests that leaders’ demonstrating paternalistic leadership alone is 
not sufficient to deal with the organisational change context.  In light of this, empowering 
leadership behaviour can be another LMX quality facilitator. Employees may perceive 
themselves as being trusted by managers who practice managerial empowerment in the 
workplace; hence this enhances employees’ perception of the quality of LMX (Gomes & Rosen, 
2001).  A few studies found LMX quality to be positively correlated with empowering leadership 
behaviour (e.g. Liden et al., 2000; Keller & Dansereau, 1995; Harris et al., 2009). In addition, 
some related studies investigated similar aspects of empowering leadership behaviour such as 
delegation being positively related to LMX quality (e.g. Yukl & Fu, 1999; Pellegrini & 
Scandura, 2006; Ansari, Bui, & Aafagi, 2007; Yukl et al.,  2009; O’Donnell et al., 2012). In this 
respect, this study intends to examine the effect that the caring treatment which characterises 
paternalism and the participatory practice seen in empowerment has on LMX quality. 
 
This research proposes that paternalistic and empowering leadership behaviour are two possible 
antecedents that may enhance the quality of the exchange relationship (LMX) between 
employees and their immediate managers in the Saudi workplace context. These linkages are 
hypothesised as the first half in a hypothesised mediation relationship for path A (see figure 2.8).    
 
 
Figure 2.8: Illustration of the first component in path A of the proposed model (antecedents of 
LMX Quality)                                                                 
82 
 
-Outcome variables of LMX quality  
Taking our conceptualisation a step further, this research asks what are the possible employee 
outcomes in the organisational change context that may evolve from the exchange quality? 
Clearly, the successful implementation of organisational change needs employees who 
demonstrate change-supportive behaviour and attitudes regarding any alterations in their task 
requirements. Since limited associations have been established by previous scholars between 
LMX relationships and important individual change outcomes that are related to task changes, 
this research proposes several types of employee behaviour and attitudes that may be related to 
changes in tasks.  The central theoretical premise behind LMX models is that if roles have 
developed beyond the formal descriptions of the employment contract (in-group), this will result 
in more positive consequences for members, compared with a situation where roles that are 
strictly based on the employment contract requirements (out-group) (Liden, Sparrowe & Wayne, 
1997). This can be justified by the fact that employees who receive sufficient information and 
support from their leaders, and who engage in tasks that require challenge and responsibility can 
be expected to have more positive work attitudes, and engage in more positive work behaviours 
compared with employees who receive less support (Bakker & Demerouti, 2007; Basu & Green, 
1997; Graen & Uhl-Bien, 1995; Liden et al., 1997). 
 
Recent research has found LMX quality to be related to outcomes which include performance 
(e.g., Wang et al., 2005; Dulebohn, et al, 2011),  job satisfaction (Dulebohn, et al,2011), 
organisational commitment (Pellegrini et al., 2010; Dulebohn, et al, 2011), and citizenship 
behaviour (e.g., Ilies et al., 2007). The exchange relationship between an employee and her or his 
managers is an important interpersonal connection for proactive employees (Li, Liang, & Crant, 
2010), in part because it is a central part of the process by which proactive employees experience 
occupational self-efficacy and exhibit personal initiative behaviours. However, less attention has 
been given to the link between LMX quality and employees’ proactive behaviour (Ilies et al., 
2007). Considering the proposed aspect of employee proactivity in this research, it has been 
found that the quality of LMX is positively related to enhancing employees’ confidence in their 
work ability (e.g., Walumbwa, Wang, Lawler, Shi, 2011). In the related literature, LMX quality 
has shown significant correlation with occupational self-efficacy in very limited studies (Schyns 
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et al., 2005; Walumbwa et al., 2011), whereas personal initiative has been ignored in this kind of 
relationship in the workplace.    
 
Good quality LMX is positively related to innovative behaviour (Basu & Green, 1997) and 
Hughes (2004) and Van der Klink, Gielen & Nauta (2001) have demonstrated the predictive 
validity of a high-quality exchange relationship for employees’ learning behaviour in the 
workplace. In this respect personal initiative implies learning behaviour that allows employees to 
redefine the given task based on their passive learning (Fay & Frese, 2001; Frese, et al., 1997).  
Graen and Scandura (1987) posited that the quality of the LMX relationship is largely 
determined by the basis of the contributions members make to impress the leader, such as 
engaging in tasks and duties that extend beyond what is required in the formal employment 
contract (Liden & Graen, 1980); hence studying personal intuitive as a correlated variable with 
LMX quality can be justified.  
 
Given the established link between self-efficacy and personal initiative in the proactive 
behaviour literature (Speier & Frese, 1997; Crant, 2000) as well as the classification of personal 
initiative and self-efficacy as two related aspects of proactive behaviour (Crant, 2000), this 
research assumes that personal initiative and occupational self-efficacy can be indicators of 
employees’ proactive behaviour and that they may be predicted by LMX quality.  
 
Therefore, the present study aims to enhance our understanding of the antecedents of proactive 
work behaviour. It goes beyond previous research in the way that this study investigates personal 
initiative and occupational self-efficacy in a mediational relationship as behavioural outcomes of 
LMX relationship-oriented paternalistic and empowering leadership behaviour. 
 
Since there is a little empirical research on the effects of LMX on employees’ attitudes in the 
organisational change context (e.g. Schyns et al., 2007; Van Dam et al., 2008), this study 
investigates the possible effects of LMX quality on employees’ reactions to change. Given that 
organisational change may trigger change in employees’ current tasks or jobs (Schyns, 2004; 
Schyns et al., 2007), adaptation to changing work requirements needs employees who are willing 
to develop themselves in order to be more employable (Van Dam, 2003, 2004), prepared to 
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perform new tasks (Schyns et al, 2007), and less resistant (Van Dam et al., 2008).  Given that 
employees’ effective reactions toward organisational change may be considered important LMX 
outcomes (Van Dam et al., 2008), empirical studies on LMX have more often found positive 
relationships between followers’ ratings of LMX and their work-related attitudes, such as 
commitment (e.g., Gerstner and Day, 1997; Schyns et al., 2005), or being less resistant to change 
(Van Dam et al., 2008).  
It has been suggested that career success may relate to developing good relationships with 
managers (Ng, Eby, Sorensen, & Feldman, 2005). Schyns (2004) explains the possible 
relationship between LMX quality and preparedness for occupational change based on the idea 
that managers can provide opportunities for mastery experience, serve as role models, and 
verbally support the members with whom they have positive relationships. According to her, this 
implies that such support may give employees the self-confidence needed to change the task 
content within organisations. Therefore, the development of high quality exchange relationships 
between employees and managers tend to involve career support; indeed recent research 
indicates LMX is positively related to career success (Byrne, Dik, &  Chiaburu, 2008). More 
specifically, Schyns, et al. (2007) found preparedness for occupational change to be positively 
related to LMX quality. 
 
The research assumes that good quality LMX increases employees’ preparedness for 
occupational change that is associated with the desire for higher task demands.   
 
This research suggests that LMX quality has a positive influence on employees’ attitudes toward 
developing their skills (employability orientation) to meet the new task requirements 
accompanying the announced organisational change.  Li, Liang, & Crant (2010) stated that 
establishing a high-quality exchange relationship with immediate managers facilitates 
information exchange and provides a mechanism for achieving goals of self-development. 
Therefore, in the light of the theoretical framework, the research assumes that high-quality LMX 
is positively associated with employees’ employability orientation.  
 
Thus, this study expects that employees in high-quality LMX relationships will react more 
positively towards occupational changes and will be less resistant and more prepared for any 
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required changes in their tasks or jobs within the current organisation compared with employees 
in low-quality LMX relationships. Employees’ employability orientation is therefore also 
expected to be associated with LMX quality.  The focus of this research is on the attempt to 
reduce individual resistance by preparing individuals for organisational change. As this research 
assumes that low resistance is a joint aspect which involves being prepared for and being 
functionally flexible (employable) regarding occupational change, the current research proposes 
that there is a direct linkage between LMX quality and employees’ proactive behaviours 
(pathA1) and willingness to accept occupational change (path A2). These proposed relationships 








-LMX quality as a multiple mediator  
The current research used the established relationships highlighted in the previous related 
literature regarding antecedents and outcomes of LMX quality in proposing the mediation 
relationship for path A. In the first half of the proposed mediation relationship, paternalistic and 
empowering leadership behaviour are two possible antecedents of LMX quality, and LMX 
quality is a possible predictor of employees’ proactive behaviours and attitudes. The contribution 
of leaders’ behaviours to enhance LMX quality may trigger desired employee outcomes. 
According to Gerstner & Day (1997), previous LMX research had found that the leader-member 
relationship quality had to be high to yield positive results. The association between such 
relationship qualities and experiences is an effect of the role of the leader’s behaviour, in 
particular the role of paternalistic and participatory leadership behaviour and subsequent 
followers’ behaviours and attitudes have not yet been investigated. Similar associations have 
been made more recently in the work by Chan and Mak (2011). They examined leader–member 
exchange (LMX) as a mediator of the relationship between benevolent (paternalism aspect) 
leadership and followers’ behaviour (task performance and organisational citizenship behaviour) 
and found significant mediation relationships.  
Therefore, treating LMX quality as a mediator may be valid in mediating further relationship 
between leaders’ behaviour and employees’ outcomes in general (Wang et al., 2005 ; Lee, & 
Wei, 2008 ; Lee, 2008; Hughes, et al., 2010; Dulebohn, et al., 2011). In this respect, the research 
proposes that LMX quality may play a multiple mediator role (joint effect of affect, loyalty, 
contribution, and professional respect). This can be considered as a special relational setting 
(relational mediator) in the Saudi workplace context that conveys the influence from leaders’ 
paternalistic and empowering behaviour onto employees’ proactive behaviour and willingness to 
accept occupational change. Thus, the present research proposes that LMX quality fully mediates 
the relationship between leaders’ paternalistic and empowering behaviour and employees’ 
proactive behaviour and their willingness to accept occupational change. Accordingly, 
hypothesised mediation relationships of LMX quality have been derived from the above 
assumption based on each of the proposed employee outcomes (dependent variables); and are 





LMX quality plays a full mediator role in the positive relationship between leaders’ paternalistic, 
empowering behaviour and employees’ personal initiative.  
Hypothesis H2: 
LMX quality plays a full mediator role in the positive relationship between leaders’ paternalistic, 
empowering behaviour and employees’ occupational self-efficacy.  
Hypothesis H3: 
LMX quality plays a full mediator role in the positive relationship between leaders’ paternalistic, 
empowering behaviour and employees’ preparedness for occupational change.  
Hypothesis H4: 
LMX quality plays a full mediator role in the positive relationship between leaders’ paternalistic, 
empowering behaviour and employees’ employability orientation.  
Hypothesis H5: 
LMX quality plays a full mediator role in the negative relationship between leaders’  
paternalistic, empowering behaviour and employees’ resistance to occupational change. These 

















2.5.2 Hypothesis development: research model path B  
Research model path B investigates the role of the independent effect of LMX dimensions on 
employees’ willingness to accept occupational change through employees’ proactive behaviour 
as a multiple mediator. Considerable research has used the multidimensional view of LMX 
(Liden & Maslyn, 1998) to investigate the relationship between the quality of LMX and 
employee outcomes. However, there is a dearth in studies of the separate influence of LMX 
dimensions on employee outcomes. More research on the independent influence of these 
dimensions is needed.  
 
Identification and empirical support for multiple dimensions increases our understanding of both 
the construct itself as well as relationships with important individual outcomes (Maslyn & Uhl-
Bien, 2001). Understanding these dimensions of LMX may provide insight into the quality of the 
exchange relationship and may reveal to what extent each of the LMX dimensions can predict 
the proposed outcome variables independently. This section identifies the second proposed role 
of LMX in predicting employee outcomes. In this role the independent influences of LMX 
dimensions have been assumed to be linked directly to employees’ proactive behaviour and 
indirectly to employees’ willingness to accept occupational change. These proposed linkages are 
explained in mediation relationships. Proactive behaviour plays a mediator role in these proposed 
mediation relationships. The following identifies the structure that was proposed for the current 
mediation relationships for path B.  
 
- LMX dimensions as antecedents of employees’ proactive behaviour 
To develop the mediation relationship of path B, the linkage between the criteria variables (LMX 
dimensions) and the mediator variables (aspects of proactive behaviour) should first be proposed. 
Generally, little research has investigated LMX dimensions independently. Certain studies have 
investigated some of these dimensions with employee work outcomes (Bhal, 2006; Bhal et al., 
2009; Bhal & Ansari, 2007; Wang, Law, & Chen, 2008; Schyns & Paul, 2005; Lo, Ramayah, 
Min, & Songan, 2010; Jing-shou & Wen-xia, 2011; Schyns & Wolfram, 2008). In relation to the 
aspects of employees’ proactive behaviour that are proposed by this research, a study by Schyns 
and Wolfram (2008) found the contribution dimension of LMX is related to followers’ 
occupational self-efficacy as rated by the followers. The linkages between the other proposed 
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constructs of employees’ behaviour and attitudes have been neglected from previous literature. 
Moreover, it can be noted from previous studies that all the four LMX dimensions have not been 
investigated together with employee outcomes in one study; in addition, personal initiative has 
not been investigated with any of LMX dimensions. For this reason, the research found 
theoretical support from previous literature on the link between LMX dimensions and employee 
outcomes. This theoretical background is discussed below.  
The affect dimension of LMX relationship quality was originally suggested to relate to the 
interactions between leaders and members (Dienesch & Liden, 1986; Liden & Maslyn, 1998).  In 
particular, a high level for the affect dimension for leaders and members results in a warm 
relationship and a friendly climate in the work place (Dienesch & Liden, 1986).  Additionally, 
when mutual affection exists between the dyads, there is likely to be more workplace flexibility 
and support for various issues (Dienesch & Liden, 1986).  
Social exchange theory (Blau, 1964) offers some guidance on the outcomes from LMX 
relationships. First, managers and employees who like each other (i.e., high on the affect 
dimension) are more likely to have friendly interactions.  Additionally, the leaders provide 
support and enjoyable communication opportunities, all of which increase the levels of happiness 
associated with the work and the managers.   
More specifically, social exchange theory (Blau, 1964) suggests that individuals who are high on 
affect are likely to have more frequent communication, higher levels of friendship, and social 
support from each other than individuals who are in relationships low on affect (Dienesch & 
Liden, 1986). As a result of these benefits, members are likely to demonstrate proactive 
behaviour in the workplace by showing extra role behaviours that are not specified in their 
formal employment contract. Employees’ demonstrations of personal initiative and self-efficacy 
can considered as to be a favour for their managers who they like.  
Regarding the contribution dimension of LMX relationship, social exchange theory suggests 
when members contribute at high levels to LMX relationships; they are likely to receive a 
number of benefits in exchange (Blau, 1964).  Benefits include support, favours, increased 
feedback, and increased communication (Gerstner & Day, 1997; Schriesheim, Castro & 
Cogliser, 1999; Liden et al., 1997). Applying these suggestions to the LMX relationship, it is 
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likely that higher levels of contribution are positively related to employees’ personal initiative 
and occupational self-efficacy.  
Moreover, loyalty refers to the extent to which members and leaders are loyal to each another, 
and relates to members and leaders publicly supporting each other’s actions and endorsing each 
other’s characters (Dienesch & Liden, 1986).  This means that LMX relationships characterised 
by high degrees of loyalty are likely to involve support, communication, and increased favours.  
Social exchange theory provides another argument related to the loyalty dimension of LMX 
relationship quality.  Based on the exchanges and additional efforts that are exerted in the 
relationship, members and leaders need to feel confident that the relationship will be long-term 
and will develop further in the future (Dienesch & Liden, 1986).  An important aspect of future 
effort involves knowing that the relationship will be mutually beneficial and support will be 
provided in the future (Liden et al., 1997; Maslyn & Uhl-Bien, 2001).  The loyalty dimension of 
LMX relationship quality taps into these feelings.  As a result, when subordinates believe their 
LMX relationships are high in loyalty, they are likely to exert higher levels of future effort 
toward the development of the exchange relationship. This may involve showing proactive 
action and confidence in their work abilities.   
Finally, in terms of LMX theory, the professional respect dimension refers to the “perception of 
the degree to which each member of the dyad had built a reputation, within and/or outside the 
organisation, of excelling at his or her line of work” (Liden & Maslyn, 1998, p. 47).  When dyad 
members have high levels of professional respect for each other, this is likely to lead to 
perceived advantages in terms of organisational positioning as well as learning from that dyad 
member. This may provide employees with the benefits of the role model as sources of self-
efficacy and personal initiative.  Employees’ work behaviour can be increased by seeing 
somebody else (a model) show a certain type of behaviour (Bandura, 1977, 1982).  
 
The research investigates the independent influence of LMX dimensions which may enhance the 
proactive behaviour aspects (personal initiative and occupational self-efficacy)   
Previous proactive behaviour scholars (e.g. Speier & Frese, 1997; Crant, 2000) found self-
efficacy and personal initiative to be two aspects of individual proactive behaviour. Accordingly, 
this study assumes that their joint effect may be regarded as a valid indicator of employees’ 
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proactive behaviour, and together they can act as a multiple mediator between LMX dimensions 
and employees willingness to accept occupational change.    
 
Little is found in LMX studies that investigative LMX dimensions together with employee 
outcomes independently in mediation relationships. Additionally, no studies have examined 
occupational self-efficacy and personal initiative as multiple mediators which transfer the 
influence of LMX dimensions to employee outcomes.  Thus, the present study intended to cover 
these gaps in the literature and proposed that each of LMX dimensions has a separate influence 
on the multiple mediator: aspects of employees’ proactive behaviour in mediational linkages (see 
figure 2.11). 
 
Figure 2.11: Illustration of the first component of the proposed mediation relationships in path B 
(proactive behaviour as the direct outcome of LMX dimensions)                                              
-Proactive behaviour and willingness to accept occupational change linkage   
Although individuals’ attitudes to change are to some extent related to the particular type of 
change at hand, there are also individual characteristics linked to how particular people typically 
respond to change (e.g. Oreg, 2003; Van Dam et al., 2008). Thus, it must be asked, what 
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individual attribution variables are possible predictors of employees’ willingness to accept 
occupational change? This research proposes that employees’ proactive behaviour (individual 
characteristics) relates to individuals’ attitudes to change (willingness to accept occupational 
change).  Two aspects of proactive behaviour, personal initiative and occupational self-efficacy, 
are included in this study as potential correlates of employees’ willingness to accept occupational 
change. Some studies have observed employees’ self-efficacy to be linked to positive reactions 
to change (e.g. Cunningham, Woodward, Shannon, Macintosh, Lenrum, Rosenbloom & Brown, 
2002). Since, organisational change often forces employees to adapt to new conditions triggered 
by change; employees can only then adapt to change when they feel confident enough to meet 
the new tasks requirement (Schyns et al., 2007). In this regard, past scholars have focused on 
self-efficacy as one possible antecedent of adaption to change (e.g., Armenakis, Harris & Field, 
2000; Morrison & Branter, 1992; Noe & Wilk, 1993). This is especially relevant for the 
preparedness for occupational change concept. Specifically, the relationship between 
occupational self-efficacy (domain-specific self-efficacy) and preparedness for occupational 
change can be considered in the context of the organisational change process (Schyns et al., 
2007). Recently, Schyns et al. (2007) found occupational self-efficacy to be a significant 
predictor for preparedness for occupational change.   
Employability is another career variable that may relate to proactive behaviour. In relation to the 
self-efficacy construct, employees who have a high role breadth self-efficacy are likely to be 
oriented towards role or occupational development. In light of this, Nauta et al (2009) found a 
positive and strong relationship between employability orientation and self-efficacy. 
Additionally, Berg and Velde (2005) demonstrated that employability (having the relevant skills 
and abilities) is related to self-efficacy.  On the other hand, a negative correlation was found 
between resistance to job change and self-efficacy (Saksvik & Hetland, 2009).  
 
Such findings suggest important implications for occupational self-efficacy during times of 
change. Employees who feel capable of performing particular tasks have been found to cope 
more effectively with change (Cunningham et al., 2002;  Hill, Smith, & Mann, 1987). Therefore, 
it is expected that occupational self-efficacy will be correlated negatively with resistance to 
occupational change, and positively with preparedness for occupational change, and 




Personal initiative is another proposed personality factor that may relate to individual reactions 
to change. According to Peiro, Garcia-Montalvo and Gracia (2002) personal initiative has been 
found to play a role as a predictor of low and high resistance to occupational change. The results 
they obtained show that personal initiative increases the probability of resisting taking a job 
without any opportunity to learn and decreases the resistance to accepting a challenging job. 
Moreover, Van Dam (2004) showed that employability orientation was positively related to 
personal initiative.  In this regard, the employability aspect of employees is important in terms of 
ensuring their capability of going through the change. Furthermore, Berg and Velde (2005) 
demonstrated that personal initiative is related to task change and employability. Therefore, 
personal initiative may be considered an important individual characteristic which encourages 
employees to be oriented toward developing their employability, which reduces their resistance 
to change and means that they are prepared to perform new tasks.   
 
It is also logical to expect that individuals with high occupational self-efficacy and personal 
initiative will have a positive, open orientation toward change. Hence, this study proposed 
personal initiative and occupational self-efficacy to be positively related to employability 
orientation and preparedness to change and negatively related to resistance to occupational 




















Figure 2.12: Illustration of the proposed components in the second part of the mediational 
relationship in path b (outcomes of proactive behaviour)  
 
-The independent influence of LMX dimensions on employees’ willingness to accept 
occupational change through proactive behaviour 
 
Since there is a lack of this kind of investigation in the current literature, the present study 
extends the extant domain of the independent role of LMX dimensions in predicting employees’ 
outcomes.  The above proposed linkages have not been investigated in mediation relationships. 
Thus, this study puts an emphasis on the importance of testing the effect of LMX dimensions 
separately on employees’ willingness to accept occupational change through employees’ 
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Self-efficacy has been demonstrated to Play a mediator role in proactive behaviour literature 
with significant results related to the exchange relationships (e.g., Walumbwa et al. 2011; Byrne 
et al., 2008). For instance, Walumbwa et al. (2011) studied self-efficacy as a mediator between 
LMX quality and job performance.  Moreover, Byrne et al. (2008) studied career self-efficacy as 
mediator in the relationship of ability, experience, training and knowledge, with perceived career 
success being related to interpersonal relationships. The present study provides a relational-based 
explanation for understanding the critical behavioural tactics of proactive employees in 
organisations through an examination of the personal attributes associated with LMX (e.g., Li et 
al., 2010; Janssen & Van Yperen, 2004; Phillips & Bedeian, 1994), and how this will result in 
critical employees attitudes during organisational change.  
 
To the best of the researcher knowledge, this study is the first to conduct a comprehensive 
investigation of all four dimensions of LMX together with aspects of employees’ proactive 
behaviour and willingness to accept occupational change. Derived from the current gap in this 
area and from the few results of previous research that confirmed the multidimensional nature of 
LMX and found some dimensions of LMX predicted employees’ effective work outcomes, this 
study proposes the following:  
 
 Each dimension of LMX is positively related directly to employees’ proactive 
behaviour, namely personal initiative and occupational self-efficacy, and indirectly to 
employees’ willingness to accept occupational change, namely low resistance to 
occupational change, preparedness for occupational change, and employability 
orientation.  
 The proposed aspects of employees’ proactive behaviour (personal initiative and 
occupational self-efficacy) jointly play a multiple mediator role between LMX 
dimensions and the employees’ willingness to accept occupational change aspect.  
 
These linkages have been formulated in mediation relationships according to each of employee 






The independent influences of LMX dimensions on enhancing employees’ preparedness for 
occupational change are fully mediated by employees’ proactive behaviour.  
Hypothesis B7: 
The independent influences of LMX dimensions on enhancing employees’ employability 
orientation are fully mediated by employees’ proactive behaviour.  
Hypothesis B8: 
The independent influences of LMX dimensions on reducing employees’ resistance to 
occupational change are fully mediated by employees’ proactive behaviour. 
 
The above hypothesised mediation relationships are illustrated in the mediation diagram below 
(see figure 2.13) 
 
 
Figure 2.13: Illustration of the proposed links between the variables in the mediational 
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2.7 Summary  
This chapter has presented a comprehensive review of the relevant literature. It has provided a 
detailed discussion on LMX and its antecedents and outcomes.  Topics discussed in this chapter 
include leader-member exchange, paternalistic leadership, and empowering leadership, LMX 
quality based on paternalistic and empowering leadership behaviour, and employees’ proactive 
behaviour and willingness to accept occupational change aspects. LMX has been viewed as an 
effective approach to studying the quality of leader-follower relationships and their antecedents 
and outcomes. A theoretical model has been hypothesised according to LMX role in this 
investigation. This model has been set to predict employees’ proactive behaviour and willingness 
to accept occupational change and aims to cover the important features of leader-member 
exchange quality to study the dynamic that underpins this kind of workplace relationship. This 
research has adopted the holistic view, since examining LMX antecedents and outcomes based 
on different roles of LMX is essential in predicting various effective employee work outcomes. 

















              Chapter Three: Research Methodology 
 
3.1 Introduction 
The methodology section of the current study is concerned with the research design and the 
selection of appropriate research methods to examine the research model. The present study 
intended to investigate a model of relational leadership that focused on the social exchange 
relationship between leaders and followers in organisations during times of organisational 
change in the context of the Saudi workplace.  This model used the multidimensional view of the 
leader-member exchange (LMX) approach in predicting employees’ behaviours and attitudes 
that related to task changes. In addition, the model employed LMX once as a unified construct 
based on the integrated effects of LMX dimensions, affect, loyalty, contribution, and 
professional respect, and once as four separate constructs based on each dimension.  LMX has 
two prediction roles, as a mediator (unified construct) and as independent variables (four 
independent constructs). These two roles have been hypothesised in mediation relationships to 
describe and explain the underpinning mechanism of LMX roles in predicting employees’ task-
change-related behaviours and attitudes.   
As stated by Clough and Nutbrown (2002) research methodology provides reasons for using a 
particular research approach. The first step in determining the research methodology is to 
provide a specification of the research purpose and philosophy and explain the reasoning behind 
the adopted approach. Additionally, this chapter covers in detail firstly a description of how the 
data is accessed and collected. This is followed by measurements, ethics, pilot testing, and data 
analysis techniques.  
3.2 Research Purpose and Philosophy 
This section discusses the research purpose and the philosophical approach and methods that 
underpin this research. From the academic point of view, research is essential to fill a gap in a 
specific topic to add new contributions to the body of knowledge (Hallebone & Priest, 2009). 
This can be done by discovering new facts or relationships through a systematic process of 
scientific inquiry (Punch, 2009). There are three main types of research which can be classified 
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according to the purpose of the scientific inquiry exploratory, descriptive and explanatory   
(Robson, 2002; Yin, 2009; Anderson, 2008). However research can have more than one purpose 
because the nature of the inquiry may change over time (Robson, 2002).  
Exploratory research is often undertaken in order to clarify the nature of complex problems and 
in cases where there are few or no similar previous studies (Hallebone & Priest, 2009). In 
descriptive research, the phenomena are described as they exist in order to examine the problem 
further than exploratory research (Punch, 2009).  Explanatory research (analytical studies) is 
very useful when research is aiming to establish causal relationships between variables to 
understand the phenomenon that is being studied (Hussey & Hussey, 1997; Robson, 2002; 
Saunders, Lewis & Thornhill, 2009; Yin, 2009, Punch, 2009). A well-defined research problem 
and hypotheses are considered the basis of the explanatory research process.  This research is 
both descriptive and explanatory. It aims to describe and explain the roles of LMX in predicting 
employee outcomes in the mediational context, to identify casual relationships and to explain the 
underlying phenomena (Northouse, 2007).  
Krauss (2005) argues that the philosophy or the theoretical paradigm of any research provides 
the underlying foundation that is the basis of the particular scientific investigation. The term 
“paradigm” refers to “the progress of scientific practice based on people’s philosophies and 
assumptions about the world and the nature of knowledge” (Collis & Hussey, 2003, p.46); it is 
about the nature of the relationship between theory and empirical data. There are two broad 
research paradigms that many researchers follow in conducting a research; ‘positivism’ and 
‘interpretivism’ (Krauss, 2005). Positivism in science assumes that “science quantitatively 
measures independent facts about a single reality” (Bryman, 2002, p.11), and this is the paradigm 
which forms the basis of this study. A key objective of the current research was to provide an 
understanding of human behaviour and attitudes by revealing information about people through 
objective values. The aim was “to develop valid and reliable ways of collecting ‘facts’ about the 
research population, which can then be statistically analysed in order to produce explanations 
about how social world operates”(Gilbert, 2001, p. 32).  
In this case, the research sought to study the antecedents and outcomes related to the quality of 
the relationship between leaders and followers by analysing phenomena in terms of correlated 
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variables utilising valid reliable data in the attempt to formulate generalisable conclusions. Gill, 
Johnson & Clark (2010) indicate that there are two different approaches in testing and 
generalising data, namely deduction (testing theory) and induction (building theory). This 
research utilises the deductive approach, testing theory through empirical investigation to explain 
the relationship between variables and to ensure validity of data (Bryman, 2004).  
Therefore, the methodological approach of this study is descriptive and explanatory; it is 
following the deductive approach and involves the formal testing of an established theory. The 
research methodology used in this study is based solely on positivistic principles. In this regard, 
the nature of the variables and the data involved in the research are critical in determining the 
method, and the statistical test to be used. The research investigated the roles of LMX in 
enhancing employees’ proactive behaviour and increasing their willingness to accept 
occupational change. The study employed survey-based questionnaire to assess a proposed 
research model for understanding antecedents and consequences of LMX in a higher education 
institution, King Abdul Aziz University in Jeddah, Saudi Arabia.  
3.3 Justification of the Relevance of the Quantitative Approach  
This section discusses the justification of the adopted quantitative method and its relevance for 
collecting quantitative data. The research examined the critical roles of LMX in enhancing 
employees’ behaviours and attitudes in the organisational change context in Saudi Arabia. As 
indicated in chapter one, this research builds on empirical studies on the field of leadership and 
its effectiveness.  
In accordance with the deductive approach, the research started with the review of a large 
amount of literature, and a conceptual theoretical approach for the empirical examination was 
developed. This research developed hypotheses to examine the relationship between 
independent, dependent, and mediator variables. The mediator is a variable that accounts for all 
or part of the relationship between an independent and a dependent variable because the mediator 
intervenes in the causal pathway from the predictor variable to the outcome variable (Baron & 
Kenny, 1986).  
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The quantitative approach and the use of survey-based questionnaire to collect the required data 
are dominant in the field of LMX. The following table shows the methodology of examples of 
LMX recent studies and the related methods and analysis techniques (see table 3.1).  
Table 3.1: Research methodology stream of antecedents and consequences of LMX quality: 
examples of LMX empirical studies from the period 2000 to 2012 
 
Year Author (s) 
Methodological 
approach 





Liden, Wayne, & 
Sparrowe 
Quantitative Questionnaire 
Regression analysis with 
mediation 
2002 Schyns & Collani Quantitative Questionnaire correlations 
2002 Sparr & Sonnentage Quantitative Questionnaire 
Hierarchical regression 
with mediation 




Schyns, Paul, Mohe, & 
Blank 
Quantitative Questionnaire Correlations 
2005 Kim & George Quantitative Questionnaire Correlations 
2005 Lee Quantitative Questionnaire 
Hierarchical regression  
with Mediation analysis 
2005 
Wang, Law, Hachett, 
Wang, & Chen Quantitative Questionnaire 
Regression with 
Mediation analysis 
2006 Bhal Quantitative Questionnaire 
Regression analysis with 
mediation 
2006 Schyns & Croon Quantitative Questionnaire SEM 
2006 Fix & Sias Quantitative Questionnaire Hierarchical regression 
2006 Pellegrini&Scandura Quantitative Questionnaire SEM 
2007 Ansari, Bui & Aafagi Quantitative Questionnaire SEM 
2007 Liang, Ling & Heieh Quantitative Questionnaire Regression with mediation 
2007 Ansari, Hung, & Aafagi Quantitative Questionnaire SEM 
2007 





2007 Bhal & Ansari Quantitative Questionnaire SEM 
2008 
Van Dam, Oreg, & 
Schyns 
Quantitative Questionnaire SEM 
2008 Schyns & Wolfram Quantitative Questionnaire 
Multilevel regression 
analysis 
2008 Lee &Wei Quantitative Questionnaire 
Hierarchical regression  
with Mediation analysis 
2008 Lee Quantitative Questionnaire 
Hierarchical regression  
with Mediation analysis 
2008 Wang, Law, & Chen Quantitative Questionnaire SEM 
2009 







2009 Bhal, Gulati, & Ansari Quantitative Questionnaire 
Multiple regression with 
mediation analysis 
2009 Hsiung, & Tasi Quantitative Questionnaire SEM 
2009 
Harris, Wheeler, & 
Kacmar 
Quantitative Questionnaire Hierarchical regression 
2010 
Lo, Ramayah, Min & 
Songan 
Quantitative Questionnaire 
Hierarchical regression  
with Moderation analysis 
2010 
Pellegrini, Scandura, & 
Jayaraman 
Quantitative Questionnaire SEM 
2010 Mahsud, Yukl & Prussia Quantitative Questionnaire 
Hierarchical multiple 
regression analysis 
2010 Hughes, Avey, & Nixon Quantitative Questionnaire SEM 
2010 Torka, Schyns, & Looise Quantitative Questionnaire Regression analysis 
2011 Jin-Shon & Wen-Xia Quantitative Questionnaire SEM 
2011 
Walumbwa, 
Cropanzano, & Goldman 
Quantitative Questionnaire SEM 
2011 
Dulebohn , Bommer, 
Liden, Brouer, & Ferris 
Quantitative Questionnaire Meta-analysis 
2011 Chan & Mak Quantitative Questionnaire 
Hierarchical multiple 
regression with Mediation 
analysis 
2012 






The table above shows the domain of recent research on LMX quality for the period 2000 to 
2012. In this field of investigation, the majority of the researchers have applied a positivist 
deductive approach aiming to describe and explain LMX quality in different contexts under 
different circumstances (see chapter two). For this purpose, varieties of advanced statistical 
techniques were used in this field (examples are listed in the above table).  The current research 
needed quantitative data to be collected through survey questionnaires and required mediation 
analysis to test the research hypotheses.   
Leadership researchers have often used quantitative approaches (Antonakis, Schriesheim, 
Donovan, Gopalakrish-Pillai, Pellegrini, & Rossomme, 2004). Indeed, the leadership field is 
replete with survey research. Antonakis et al. (2004) observed that, because quantitative methods 
can be used to test leadership theories, the vast majority of research that is conducted in the 
leadership domain is quantitative in nature. This research has followed this pattern by adopting 
the quantitative approach. As this research is based mainly on positivist principles and builds on 
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existing LMX theory, the use of a survey-based questionnaire is appropriate. This will be 
discussed in the following section. 
3.4 Data Collection Method: Survey-Based Questionnaire  
To investigate the impact of the role of LMX quality on employees’ behaviours and attitudes in 
organisations during times of organisational change, a field study was conducted using 
quantitative methods. In order to obtain quantitative data from a large sample, a survey-based 
questionnaire method was employed. The reason for using this was to reflect employees’ 
attitudes and opinions related to leadership style, LMX quality, and employee behaviours and 
attitudes in the context of organisational change. It would include a large number of KAU staff 
members in Jeddah, Saudi Arabia 
The term ‘survey’ generally refers to the selection of a relatively large sample of people from a 
pre-determined population (Kelly, Clark, Brown, and Sitzia, 2003, p.261). The questionnaire is 
defined as “a general term to include all techniques of data collection in which each respondent 
is asked to respond to the same set of questions in a predetermined order” (De Vaus, 2002, p. 
94). Kelly et al. (2003, p. 261) summarised the advantages and disadvantages of survey strategy. 
The advantages are: the data are based on real-world observations (empirical data), and a broad 
coverage of many people or events is possible which allows the researcher to generalise the 
results to a population and produce a large amount of data in a short time for a low cost. On the 
other hand, the disadvantages are: the data is likely to lack detail or depth on the topic being 
investigated; it is hard to secure a high response rate, and the significant implications of data 
collected may become less valuable if the researcher focuses too much on the range of coverage.   
Additionally, the questionnaire can be used to gather data when the issues which arise are likely 
to be confidential and sensitive; it also gives respondents more time to consider their answers 
(Collis & Hussey, 2003; Gillham, 2000; Saunders et al., 2009). In light of this, the extensive use 
of questionnaires is appropriate for this study so that a large number of staff in KAU can be 
covered, and so as to guarantee the employees confidentiality and anonymity when answering 
questions about their leaders’ behaviour. Furthermore, survey questionnaires are well suited to 
descriptive studies, and can also be used to seek explanation and provide data for testing 
hypotheses (Kelly et al., 2003).  Additionally, they can be used for analytical purposes and can 
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allow the researcher to examine and explain relationships between variables.  Given the 
descriptive and analytical purpose of the research, the survey method used provides descriptions 
of the characteristics and profiles of the participants with a deep investigation of the relationship 
between the study variables, leadership behaviour, LMX, and employees’ behaviour and 
attitudes.  
In order to ensure that viable data was collected for the present study, the design of the 
questionnaires was based on existing instruments that had been used to collect data in previous 
studies; this is discussed more fully in the next section.  
3.5 Survey Design  
Two paper-based survey instruments were designed; a questionnaire for employees and a 
questionnaire for managers (see appendix A).  A list of potential influence factors were 
considered when developing the survey questions. The demographic information section 
consisted of five questions: age of respondent, level of education, years of experience, type of 
job, and gender of respondent. The employees’ questionnaire contained 75 questions and was 
divided into three sections which followed a section containing the questions about the 
demographics. The first part of the employees’ questionnaire included questions about 
paternalistic and empowering behaviour of their leader and the leader-follower relationship 
based on LMX approach. The second part included questions about personal initiative and 
occupational self-efficacy. The third part included questions about preparedness for occupational 
change, employability orientation, and resistance to occupational change. The managers’ 
questionnaire contained 38 questions in addition to the demographic questions.  The managers’ 
questionnaire included questions about employees’ resistance to occupational change and 
employees’ collective efficacy along with some questions to assess employees’ efficacy from the 
managers’ perspective, and to assess the degree of the managers’ paternalistic or empowering 
behaviour from managers’ perspectives. All questions were based on existing instruments from 
previous related research as outlined in the following section.  
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3.6 Constructs and Measures  




This was measured with a 12-item LMX-multidimensional scale (Liden & Maslyn, 1998) 
containing four subscales (3 items per scale) of LMX dimensions.  The LMX-multidimensional 
composite measure was introduced by Liden & Maslyn (1998) and allows the research to 
examine overall LMX as well as its dimensions. This measure was developed to capture the 
affect, loyalty, contribution, and professional respect dimensions of LMX in order to assess 
LMX overall quality. A 5-item Likert-type scale ranging from 1 = Strongly disagree to 5 = 
Strongly agree was used. Internal consistency reliabilities were acceptable for the affect, loyalty, 
and professional respect scales but were low for the contribution scale in Liden and Maslyn’s 
(1998) study. The coefficient alphas were .90, 78, .60 and .92 respectively for affect, loyalty, 
contribution, and professional respect in one sample (students), and .90, .74, .57, and .89 
respectively for affect, loyalty, contribution, and professional respect for a sample of 
organisational employees. 
Considering the issue of reliability in the LMX-Contribution dimension, later studies provided 
supportive evidence that the contribution dimension can be considered a valid dimension of 
LMX. Liden and Maslyn’s (1998) scale has been assessed in previous studies and has shown 
good psychometric properties. For example, a study by Maslyn and Uhl-Bien (2001) showed 
good total internal consistency for the whole scale (α =.92). In Maslyn and Uhl-Bien’s (2001) 
study, the internal consistency for each dimension was reported as: Affect, α = .86, Loyalty, α = 
.80, Contribution, α = .66, and Professional Respect, α = .84. Moreover, in a study by Schyns 
and Wolfram (2008) the reliability (Cronbach’s alphas) for the LMX dimensions was as follows: 
α=.93, α=.89, α=.80, and α=.62 for affect, loyalty, contribution, and professional respect 
respectively. The value for LMX-contribution in Schyns and Wolfram’s (2008) study was 
considered good. In accordance with this, in the current study the LMX-contribution reported 
good reliability values, α = .754 in the pilot test, and α = .736 in the main study. This scale was 




The degree of the benevolence side of paternalistic leadership behaviour was measured using a 
13-item scale (Pellegrini & Scandura, 2006) developed from Aycan’s item pool (Aycan, 2006). 
A 5-item Likert-type scale ranging from 1 = Strongly disagree to 5 = Strongly agree was used in 
the employees’ and managers’ questionnaires to measure paternalistic leadership. The internal 
consistency reliability score (alpha coefficient) for the scale in Pellegrini & Scandura (2006) 
study was high and acceptable with α=.86.  
In this research paternalism is considered a one-dimensional concept that demonstrates concern 
for individuals’ needs, and very caring actions. This study used a unified scale to measure 
paternalism with the item pool focused on the benevolence aspect that introduced by Pellegrini 
and Scandura (2006).  
 
Empowering leadership  
Empowering leadership behaviour was measured using a 14-item scale (Den Hartog & De 
Hoogh, 2009). A 5-item Likert-type scale ranging from 1 = Strongly disagree to 5 = Strongly 
agree was used in employees’ and the managers’ questionnaires to measure the degree of 
empowering behaviour among leaders. The work by Den Hartog and De Hoogh (2009) cited 
items that reflect aspects of leaders’ behaviour which provide empowerment and which 
demonstrate benevolent leadership intentions. These were in line with the benevolent side of 
paternalistic leadership as was characterised in the study by Pellegrini and Scandura (2006). 
Moreover, empowerment was seen as a relational construct characterised by the emphasis of 
delegation, the participation of followers in decision-making processes, and where organisational 
resources were shared. Leaders may empower followers directly through their interaction with 
them (e.g. by assuring followers of their competency) and indirectly by providing followers with 
opportunities for input and success. These aspects of the empowerment scale are related to LMX 
quality, which makes studying LMX quality and empowering behaviour fit well together. The 
internal consistency for Den Hartog & De Hoogh’s (2009) empowering leadership scale based 





Personal initiative was measured by Frese et al. (1997) with a 7 item-scale. They developed and 
validated a self-report personality measure assessing traits such as personal initiative and 
propensity to engage in self-started, long-term-oriented, and persistent behaviour. A 5-item scale 
ranging from 1=Does not apply at all to 5=Applies completely was used in the employees’ 
questionnaire to measure the degree that personal initiative was self-reported. The internal 
consistency based on Cronbach’s alpha for the two German samples was between .85 and .88. 
This scale was used exclusively in employees’ questionnaire. 
Efficacy beliefs 
Efficacy beliefs were measured from the employees’ and the managers’ points of view. A short 
version occupational self-efficacy scale as used by Rigotti et al. (2008) was used to assess 
employees’ work-related self-efficacy.  
Compared to generalised self-efficacy, occupational self-efficacy has the advantage of being 
more applicable in an organisational context (Rigotti et al., 2008). Their study focuses on a 
comparison of the application of the occupational self-efficacy scale across countries to examine 
the cross-cultural reliability and validity of the instrument. Their results revealed good internal 
consistency in five countries: Germany, α=.85, Sweden, α=.72, Belgium, α=.80, UK, α=.76, and 
Spain, α=.82. This scale was used exclusively in the employees’ questionnaire.  
On the other hand, employees’ collective efficacy from the manager’s point of view (in the 
managers’ questionnaire), and employees’ work-related abilities, was measured with the 
collective efficacy scale that used and published originally in Walumbwa, Wang, Lawler, and 
Shi (2004). The internal consistency of collective efficacy (Walumbwa et al., 2004) was α= 79. 






Preparedness for occupational change 
Preparedness for occupational change was measured with a 7-item scale (Schyns et al., 2007). 
This scale was used to measure employees’ willingness to take on higher task demands or to 
change jobs within organisation if this was required due to organisational change. Participants 
were asked the extent to which they wanted statements to apply to a new situation triggered by 
organisational change, using an answer scale ranging from 1 = Strongly disagree to 5 = Strongly 
agree. Schyns et al. (2007) work on preparedness for occupational change has reported a good 
internal consistency of α= 85. This scale was used only in the employees’ questionnaire. 
Employability orientation 
Employability orientation was measured with the 7-item scale introduced by Van Dam (2004). 
This scale was used to assess employees’ attitudes to developing their skills and level of 
knowledge if this was required due to occupational demands. This scale was developed to reflect 
the common concerns and hopes of participants regarding their functional flexibility in the 
organisation. This study considered the employability orientation measure as a suitable tool for 
measuring employees’ willingness to accept any changes in their tasks that might be required due 
to occupational change. A 5-item Likert-type scale ranging from 1 = Strongly disagree to 5 = 
Strongly agree was used, and Cronbach’s alpha for this scale was .78 in Van Dam (2004). This 
scale was exclusively used in the employees’ questionnaire to measure their employability 
orientation.  
Resistance to occupational change 
Resistance to occupational change was measured using short version of Oreg’s 17-items scale 
(Oreg, 2003, short version). A 5-item Likert-type scale ranging from 1 = Strongly disagree to 5 = 
Strongly agree was used in the employees’ questionnaire to measure resistance to occupational 
change. This study conducted a pilot test to assess the validity and reliability of these chosen 
items. The results indicated that this short version of the scale showed adequate reliability. 
Cronbach’s alpha was α=.74 in the employees’ questionnaire and α=.83 in the manager’s 
questionnaire in the pilot study, and Cronbach’s alpha was α=.81 in the employees’ questionnaire 
and α=.87 in the manager’s questionnaire in the main study. This study was not designed to 
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measure the dispositional resistance to change; it is about investigating employees’ attitudes in 
general to changing their current tasks when organisational change is announced. On the other 
hand, Oreg’s 17-item scale is about measuring resistance to change in the whole change process. 
Therefore, the short version of this scale was well-suited to the purpose of this study because this 
research focuses on examining the role of individuals’ orientation toward occupational change. 
This short version of Oreg (2003) was used in employees’ and managers’ questionnaires.  
Finally, the managers completed a mirror version of the paternalistic scale (Pellegrini & 
Scandura, 2006), the empowerment scale (Den Hartog & De Hoogh, 2009), and resistance to 
occupational change scale (Oreg, 2003, short version). The statements used were worded to 
capture managers’ perspectives about these variables. On the other hand, employees’ efficacy 
was measured in managers’ questionnaire with a collective efficacy scale (Walumbwa et al., 
2004). This measure was different from the measure used for the self-reported efficacy beliefs 
that were addressed in the employees’ questionnaire.   
3.7 Research Design Adopted in this Study  
This research depends on collecting data from a field site. Thus, this study has used the concept 
of methodological fit in field research (Edmondson & Mcmanus, 2007) to ensure that all the 
current research aspects fit together. According to Edmondson & Mcmanus (2007) the 
methodological fit is about considering internal consistency among elements of a research 
project to ensure the quality of the field research. They offer a framework that relates the prior 
theory stage to the research questions, the type of data collected and analysed, and theoretical 
contributions. This framework classifies research as belonging to three categories: mature, 
intermediate, and nascent. The study can be evidence as it is explanatory and descriptive in 
nature and explains the relationships between variables in new settings. In a context where the 
topic has been studied extensively, significant independent, dependant, and mediation variables 
are provided from the literature to clarify general mechanisms underlying the LMX antecedents 
and outcomes in the mediation process. In this regard, Edmondson & Mcmanus (2007, p., 1159) 
stated that ‘leveraging prior work allows a new study to refine the field’s knowledge, such as 
identifying moderators or mediators that influence a documented causal relationship’. 
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Accordingly, the proposed methodological aspects that fit the present research can be 
summarised as follows (see table 3.2).  
Table 3.2 Research design based on methodological fit for mature theory 
 
Research elements The proposed methodology 
Research questions  Focused mediation hypothesis that derived from existing constructs (see 
section 2.5.1 & 2.5.2) 
Type of data collected  Quantitative data (see section 3.11) 
Methods of collecting data  Survey: questionnaire was systematically coded and quantified. The data 
has been obtained from the field site (King Abdul-Aziz University, Jeddah, 
Saudi Arabia). (see section 3.5)  
Constructs and measures  Typically relying heavily on existing constructs that have been used in 
previous research (e.g. LMX-12-item scale introduced by Liden & Maslyn, 
1998). (see section 3.6.) 
Goal of data analyses  Formal hypothesis testing (mediation hypotheses tested by multiple 
mediation analysis) to investigate causal relationships between the study 
variables in order to explain and describe the underpinning mechanism of 
the mediation relationships. (see section 3.12.2)  
Data analysis methods  Standard statistical analyses (SPSS) using multiple mediation, analysis 
macro introduced by Preacher and Hayes (2008a) In addition to basic 
statistical functions such as confirmatory factor analysis, Cronbach’s alpha 
(‘the reliability coefficient’),correlation analysis, ranking analysis, and the 
independent sample T-Test are used (see section 3.12). 
Theoretical contribution Based on the deductive approach of testing an existing theory in a new 
context and for descriptive and explanatory purposes, the contribution of 
the current study is as support for previous theories that may add new 
mechanisms or new boundaries to existing theory (investigating 
antecedents and outcomes regarding LMX quality in Saudi Arabia). It tests 
LMX outcomes in the context of organisational change and investigates 
integrated and separate influences of LMX dimensions on employee 
outcomes (more details in chapter six). 
Source: The research elements have been adapted from Edmondson and Mcmanus’s (2007) model of the archetypes, 
’Methodological Fit in Field Research’. 
The above table based on Edmondson & Mcmanus’s (2007) framework of methodological fit 
shows the design of this research and represents the aspects of mature theory to be seen in it. The 
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mature aspects of the current research within this framework are in line with the quantitative 
approach with all the related concepts as was discussed previously.   
3.8 Research Population and Sample Selection 
At the time of the study, the research population was 7.964 Saudi employees (working 
individuals and their immediate managers) who hold a wide range of academic and non-
academic (administrator) positions in King Abdul-Aziz University in Jeddah City in Saudi 
Arabia (Facts and achievements report, n.d.). The researcher decided on collecting the required 
data from two samples: employees and their immediate managers. To collect the data from the 
specified populations requires resolving the question of the representative samples of employees 
and their managers that need to be surveyed. Two important elements which should be taken into 
account in any academic research are the type and the size of the representative samples. There 
are various types of sampling strategy which are usually grouped together as probability 
sampling or non-probability sampling. Robson (2002) distinguishes between the two groups of 
sampling methods according to the ability to make statistical inferences about the population. 
This can be done if the probability of each respondent being selected is known, and if a full list 
of the population is made available. Since there was no adequate source available for a full list of 
the research population, the sample frame was difficult to obtain (names or official numbers of 
the employees). According to Robson (2002, p.264) ‘non-probability sample methods can be 
used in situations where carrying out a probability sample would not be feasible, where for 
example there is no sampling frame, or the resources required are not available’. Consequently, 
this study applied a non-probability sample technique to select the representative sample from 
the research population. The study required a purposive sampling strategy to allocate participants 
for employee and manager samples. The following justifies this decision.  
 
Assessing the exchange relationships between managers and their immediate employees based 
on the LMX approach is central in testing the research model. In light of this, close and continual 
contact between employees and their managers are considered important criteria in choosing the 
representative sample. Accordingly, the purposive sample was relevant to the choice of the 
participants from among employees and managers. This type of sample involves selecting people 
whose perspectives are considered to be vital to the investigation and whose perspectives might 
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typify important viewpoints regarding the research questions (Anderson, 2008). In this respect, 
the participants among the employees were in full-time positions and in contact with their 
immediate managers at least three times a week, and worked in the same location as their 
managers. Furthermore, the manager participants were chosen on the basis of the same criteria, 
and were the immediate managers of the employee’s participants.  There were two sources that 
ensured that these conditions were fulfilled, the personal knowledge that the researcher had of 
KAU, and the information that was obtained from the Public Relations and Media Department of 
KAU about KAU departments and sections.    
 
Another important element besides the sample type in sample selection strategy is sample size. 
For the purpose of generalisation, a large sample size is a key element in statistical analysis in 
quantitative research (McDaniel & Gates, 2002) to allow the researchers to be able to generalise 
their empirical results to the research population. The sample size was specified according to the 
determination of sample size table put forward by Krejcie and Morgan (1970) (see appendix B). 
Since the population of this research is more than 7000 and less than 8000, the adequate sample 
size should be between 364 and 368. After distributing 500 questionnaires, the employee sample 
size was 433 respondents, which is considered statistically acceptable according to Krejcie and 
Morgan (1970) (see appendix B). On the other hand, the manager sample size as specified by the 
managers’ population (based on the purposive sampling strategy) was 104 (all the direct 
managers of the employee participants). Since, three managers did not return their 
questionnaires; the sample size of the manager participants was 101.  According to, Krejcie and 
Morgan (1970) the sample size should be between 80 and 86 if the population between 100 and 
110. Thus, 101 are considered large and adequate sample size. Before a discussion of the main 
data collection, issues regarding ethical considerations and pre-testing the questionnaires will be 
addressed. 
3.9 Data Access and Ethical Issues  
First of all, the researcher needed to have access to the required data by having an agreement 
with the organisation (KAU) on where the empirical study was going to taking a place. 
According to Anderson (2008, p.59) “the researcher must consider important elements of the 
access process, for example explaining to the participants the purpose of the research, the kind of 
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data needed, and the meaning of anonymity and confidentiality”. Blaxter, Hughes, and Tight 
(2002) have stated that a reasoned, planned, and modest strategy will be more likely to give the 
researcher access to the required data.  Therefore, this study contacted the gatekeeper at King 
Abdul-Aziz University before the survey was to be conducted to obtain permission.  First, the 
questionnaire was checked by the department responsible for performance and measurement 
management in KAU, in order to be able to grant permission to carry out the research plan with 
consideration as to who was practically accessible and how to ensure organisational 
confidentiality. The KAU permission letter is included (see appendix D). The researcher 
explained in writing the main objectives and the value of the research, what the outcomes might 
be, and how King Abdul-Aziz University would benefit from this, and attached a letter which 
aiming to clarify any questions and explain control conditions for survey completion. Moreover, 
the researcher invited the participants to take part in the study and assured them that any 
information they gave would be treated as confidential and that they would be able to withdraw 
from the study at any time they wished.  
In addition, the researcher needed to specify to KAU who the participants would be (employees 
and their immediate managers in King Abdul-Aziz University), and clarified how long the 
survey would take to complete. Blaxter et al. (2002, p.158) stress that, “all social research should 
consider ethical issues about privacy, informed consent, and anonymity in the research and the 
valuable insights which could be obtained from it”. In order to maintain the ethical aspects of the 
survey, the researcher took into consideration the contribution of the participants ethically, by 
involving only those who wanted to take part and informing them about the structure of the 
survey, and how the study would assure the confidentiality and anonymity of the information 
given by the participants. For the participants to remain anonymous each of employees’ and 
managers questionnaires was coded and a separate envelope was attached with the questionnaire. 
This enabled the participants to place the questionnaire into the envelope and seal it 
anonymously. The research ethical approval is included (see appendix E).  
3.10 Pre-Testing the Questionnaire  
The questionnaires were pre-tested before the main study was conducted. This aims at detecting 
possible shortcomings in the design and proposed administration of the questionnaires. The 
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following describes actions that were taken to ensure the validity of the questionnaires. These 
actions took place in two stages:  
 
3.10.1 First step: questionnaire translation procedures  
The questions in the employees’ and managers’ questionnaires were initially written in English. 
As the empirical part of this research was conducted in an Arabic context, the entire 
questionnaire (both employees’ and managers’ questionnaires) including the items, introduction, 
and instructions, was translated from English into Arabic. The translation was made by an 
English-Arabic specialist translator to ensure that the correct wording was used in the Arabic 
version of the questionnaires. This step was considered vital for the completion of the current 
study because some respondents could not read English. To establish measurement equivalence 
and accuracy, the Arabic translated version was back-translated into English (Brislin, Lonner, & 
Thorndike, 1973; Brislin, 1980; Cohen & Cohen, 1983), by another English-Arabic specialist 
translator.  The reason for this was to ensure that there had not been any changes in the meaning 
of the original items.  Following this the Arabic version was checked by a panel of 8 academic 
staff from King Abdul Aziz University who reviewed the Arabic version of the employees’ and 
managers’ questionnaires to ensure simplicity and clarity (see appendix C). They provided some 
comments and suggestions to simplify some of the survey questions. Consequently some 
examples were added to the translated items to clarify the meaning. The Arabic versions of the 
employees’ and managers’ questionnaires were tested in a pilot study to ensure their validity as 
instruments to collect the required data for the main study. The following discussed the results of 
the pilot tests.   
3.10.2 Second step: pilot study 
A pilot study was conducted to test the effectiveness of the data collection tools. The reason for 
this was to assess the validity and reliability of the questions in the Arabic version of the survey. 
Van Teijlingen, Rennie and Hundley (2001) state that a minimum sample size of ten should be 
enough to pilot a survey. The pilot study was conducted for both the employees’ and the 
managers’ questionnaires. 53 Saudi employees and 35 managers from different public sector 
organisations in Jeddah, Saudi Arabia filled out paper-based surveys. The researcher distributed 
100 employees’ questionnaires and 50 managers’ questionnaires and received 53 and 35 
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completed questionnaires, respectively. Accordingly, the response rate was 53% and 70%.  
Therefore, the number of returned completed questionnaires was sufficient for statistical testing 
as is explained in a following section.  
Any academic research survey needs to be tested before the field study is conducted in order to 
ensure the clarity of the questions and instructions and make certain that they can be easily 
understood. This minimises the likelihood of respondents having problems in answering the 
questions and allows the assessment of the questions’ validity and the reliability of the data that 
will be collected. In this research this was considered a crucial step which had to be taken before 
the main field study was conducted.  The pilot test was useful in allowing an estimate of the time 
that would be required to complete the survey questions, in ensuring clarity in the translated 
questions, and in adding some examples to clarify certain questions; additionally the results were 
taken into consideration when finalising the fieldwork. 
-Validity and reliability of the questionnaires in the pilot study  
The pilot study aimed at assessing the validity and reliability of the Arabic translation of the 
scales for the variables used in this research. For this purpose, confirmatory factor analyses and 
the Cronbach’s Alpha reliability test (Cronbach, 1984) were carried out for both employees’ and 
managers’ questionnaires. First, to test factorial validity for the translated scales, confirmatory 
factor analysis based on a maximum likelihood method (CFA) was carried out for each of the 
scales individually. This test aimed to confirm that all the scale items were loaded on the 
specified factors which had been identified from previous studies. Factor analysis looks at which 
variables seem to cluster together in a meaningful way (Field, 2009). To conduct this type of test, 
certain requirements need to be fulfilled before factor analysis can be successfully employed. 
One of the most important requirements is to measure the variables using interval scales (Hair, 
Anderson & Tatham, 1998). The 5-point Likert scale that was used in designing the survey 
questionnaire for the research fulfilled this requirement. Following the suggestions of 
Tabachnick and Fidell (2007), it was decided to validate the factors that have Eigen values 
greater than 1 and to eliminate items with loading less than 0.3 so as to obtain meaningful 
concluded results from factor analysis. The Eigen value for each domain was greater than 1 and 
the computed value for each domain was equal or above the acceptable level of 0.3, as specified 
by Tabachnick and Fidell (2007). All the domains in employees’ and managers’ questionnaires 
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are unifactorial and therefore have construct validity. However, the rotated scale of LMX in 
employees’ questionnaire has shown that the items were loaded on four factors and each three 
item was loaded on its respective domain.  
To assess the reliability of employees’ and managers’ questionnaires, the test of inter-item 
consistency reliability, Cronbach’s coefficient alpha (α), was used (Cronbach, 1984). Bell (2005) 
believes that reliability is the extent to which a test or procedure produces similar results under 
constant conditions on all occasions. This test gives value of α ranging from 0 to 1. The nearer 
the value of α to 1, the better the reliability is. In this respect, it has been suggested that a 
coefficient of 0.7 or above is desirable (Hair et al., 1998; Hair, Tatham, & Anderson, 2002). 
However, a value of 0.6 and above is regarded as satisfactory (Nunnally & Bernstein, 1994). 
Therefore, it was decided to accept a value of 0.6 alpha (α) and above as valid in testing the 
reliability of the scales.  Factor analysis results and the internal consistency of all the scales in 
the employees’ questionnaire (pilot test) were computed using SPSS v.18.0; the results are 
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The above table shows the results of the factorial validity test based on maximum likelihood as 
seen in the pilot test. These results indicated that all the scale items of the employees’ 
questionnaire maintained clear consistent structure. These items were consistently loading on one 
factor for each specified scale. The 13 items of the paternalistic scale have loading values 
ranging between .311 and .876 with an Eigen value greater than 1. The 14 items of the 
empowering scale have loading values ranging between .302 and .883 with Eigen values greater 
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than 1.  The 7 items of the personal initiative scale have loading values ranging between .380 and 
.755 with Eigen values greater than 1. The 6 items of the occupational self-efficacy scale have 
loading values ranging between .313 and .815 with Eigen values greater than 1. The 7 items of 
the preparedness for occupational change scale have loading values ranging between .355 and 
.705 with Eigen values greater than 1. The 7 items of the employability orientation scale have 
loading values ranging between .345 and .724 with Eigen value greater than 1. Finally, the 4 
items of the resistance to occupational change scale have loading values ranging between .532 
and .795 with Eigen values greater than 1. 
 
As anticipated, the LMX quality scales were found to relate to more than one factor based on the 
four dimensions; affect loyalty, contribution, and professional respect. LMX items were 
deliberately extracted on four factors as specified by Liden and Myslen (1998). The LMX scale 
was rotated using confirmatory factor analysis with Varimax rotation and the items were 
extracted on 4 factors. As stated by Joreskog and Sorbom (1989), LMX multiple dimensions can 
be observed when factors are forced using confirmatory factor analysis. Each three item has been 
loaded on separate factors. LMX-Affect items’ loadings ranged between .720 and .891 with 
Eigen values greater than 1. LMX-Loyalty items’ loadings ranged between .917 and .960 with 
Eigen values greater than 1. LMX-Contribution items’ loadings ranged between .312 and .864 
with Eigen values greater than 1. Finally, LMX-Professional respect items’ loadings ranged 
between .839 and .955 with Eigen values greater than 1.  In addition, the above table shows the 
results of the reliability test carried out using Cronbach’s alpha coefficient and internal 
consistency reliability estimates which can considered good ( all above .7; see the above table) 
for paternalism, empowerment, LMX dimensions, personal initiative, preparedness for 
occupational change, resistance to occupational change according to Hair et al. (1998) and Hair 
et al. (2002); furthermore internal consistency reliability estimates are to be considered 
acceptable (.6 and above ; see the above table) for occupational self-efficacy and employability 
orientation according to Nunnally and Bernstein (1994).  The following table 3.4 illustrates the 
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In the above table, the factorial validity results indicated that all the items maintained clear 
consistent structure, and were loading on one factor for each specified scale. The 13 items of the 
paternalistic scale have loadings values ranging from .351 and .740 with Eigen values greater 
than 1. The 14 items of the empowering scale have loading values ranging from .302 and .883 
with Eigen values greater than 1.   The 7 items of the employees’ collective efficacy scale have 
loading values ranging between .335 and .737 with Eigen values greater than 1. Finally, the 4 
items of the resistance to occupational change scale have loading values ranging between .656 
and .837 with Eigen values greater than 1. Additionally, the internal consistency reliability 
estimates for the all scales were good according to Hair et al. (1998) and Hair et al. (2002). This 
confirmed that all the scales of the managers’ questionnaire have high reliability values (all 
above .7; see the above table).  
Thus, the pilot test has shown evidence of construct validity and reliability for the translated 
scales in employees’ and managers’ questionnaire. In summary, the pilot study confirmed that 
the questionnaires were valid as suitable tools to be used in the actual data collection. The 
following discusses the main data collection phase.  
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3.11 Main Data Collection 
After completing the pilot test and finalising the survey questions, the questionnaires were 
distributed by the researcher and the assigned assistants to KAU departments. The distribution 
process was carried out by giving each participant from the employees’ sample a letter and a 
number that had been coded by the researcher. The letters and the numbers were based on the 
name of the departments. These codes were used to survey the participants from the manager 
sample. 7 managers had only 1 line report, 10 employees were the maximum number of 
supervisees, and 5 employees were the average.  The survey was completed within two months 
during April and May 2010. The following describes the response rate, characteristics, and issues 
that arose.  
3.11.1 Response rate and characteristics   
The total number of valid employees questionnaires obtained from the KAU departments was 
433 out of 500 distributed questionnaires. Accordingly, the responses rate is 87%, which can be 
considered a very good response rate. Additionally, the total number of valid managers’ 
questionnaires obtained from the KAU departments was 101 out of 104 distributed 
questionnaires. Thus the response rate is 97%, which can be considered an excellent response 
rate. Similarly, a study by Tsui, Ashford, St. Clair, and Xin (1995) reported excellent response 
rates in their two samples, 90% and 95%. They indicated that either high or low response rates 
are acceptable if a good justification is provided based on the circumstances of the research.  
According to the current research circumstances, the high response rate can be justified based on 
three points. First, the researcher as an insider (member of KAU), had relatively easier access to 
data. Second, the ethical procedure was followed by the researcher (see section 3.9). Third, the 
researcher received assistance from an assigned assistant from KAU and from the respondents in 
every department when distributing the questionnaires. This contributed greatly to the effective 
completion of the survey.   
The field study respondents’ characteristics are summarised as follows. Issues regarding data 














163 37.6 7 6.9 
30-less than40 
 
153 35.3 23 22.8 
40-less than50 
 
83 19.2 51 50.5 
50-less than60 
 
30 6.9 19 18.8 
Above 60 
 
4 .9 1 1.0 
Total 
 
433 100.0 101 100.0 
Level of education 
Less Than Bachelor’s 
 
82 18.9 13 12.9 
Bachelor’s 
 
240 55.4 45 44.6 
Master’s 
 
42 9.7 18 17.8 
PhD 
 
69 15.9 25 24.8 
Total 
 
433 100.0 101 100.0 
Years of experiences 
Less than 5 189 43.6 
9 8.9 
5-less than10 102 23.6 
12 11.9 
10-less than15 47 10.9 
18 17.8 
15-less than20 40 9.2 
20 19.8 
More than 20 55 12.7 
42 41.6 
Total 433 100.0 
101 100.0 
Type of job 
Administrator 345 79.7 
80 79.2 
Academic 88 20.3 
21 20.8 
Total 433 100.0 
101 100.0 
Gender 
Female 363 83.8 
87 86.1 
Male 70 16.2 
14 13.9 
Total 433 100.0 
101 100.0 
 
The above table illustrates the demographic data for the participants divided up into employees 
and their managers. It can be seen from the previous table that the majority of the sample was the 
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employees participants represented: 37.6% of the respondents were aged between 20 and 29, 
while the minimum number represented was employees aged 60 years or over, 0.9% of the 
respondents. In addition, 55.4% of the respondents have Bachelor’s degrees, while the least have 
Master’s degrees. Moreover, 43.6% of the participants have less than 5 years’ experience, and 
9.2% of the sample has 15 to less than 20 years’ experience. Furthermore, 79.7% have 
administration jobs, and 83.8% of the respondents were female.  
On the other hand, 50.5% of the managers was aged 40 - 49 years, while the least number 
represented was managers aged 60 years or over, with 1.0%. In addition, 44.6% of the 
respondents have Bachelor’s degrees, while the least number represented being managers with 
educational qualifications less than a Bachelor degree, with 12.9%. Moreover, 41.6% of the 
respondents have experience equal to and more than 20 years, while the least number of 
employees (8.9%) had experience of less than 5 years. Furthermore, 79.2% of the respondents 
have administrative jobs, and 86.1% of the respondents were female.  
It is recognised from the above reported data that there are differences among the participants according 
to the gender and type of job characteristics. Cross tabulation analysis has been performed to examine 
this distinction. The following tables show the results of cross tabulation analysis of the employees (see 
table 3.5A) and the managers (see table 3.5B) questionnaires.  
 
Table 3.5 A: Cross tabulation analysis (Gender/ type of job) for employees’ data 
 




Administrator 276 69 345 
Academic 88 0 88 









Table 3.5 B: Cross tabulation analysis (Gender/ type of job) for managers’ data 
 




Administrator 66 14 80 
Academic 21 0 21 
Total 87 14 101 
 
Cross tabulation analysis illustrated variation among KAU participants based on their gender and 
type of job. For the employees’ data (Table 3.5A), the majority of the participants were female 
administrators and there were no male academics in the sample.  For the managers’ data (Table 
3.5B), the majority of the participants were female administrators. KAU female administrators 
have contributed largely to the sum of the research sample size, and how far this affects 
interpretation of the study requires comparison to all KAU employees.  As the KAU 
demographic data did not distinguish between managers and academics, the sample data is 
presented first as an amalgamated table (Table 3.5C) prior to comparison with the organisational 
data. The following tables show the distribution of the participants (employees and managers) in 
the sample according to their gender and type of job in order to reveal the representation of the 



















Table 3.5 C: The distribution of the total sample participants (employees “433” and managers 
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Gender Total sample/ KAU 





















































Employees 276 69 
Managers 66 14 
Total by 
Gender and 





























Managers 21 0 
Total by 
Gender and 
Type of Job 
109 0 
Total sample/ KAU 
(Gender) 
   





The total number of KAU members, up to the year 2010, is 7964 including 990 female and 3280 
male administrators and 1676 female and 2018 male academics (Facts and achievements report 
of King Abdul-Aziz University, n.d).  KAU data did not differentiate between managers and 
employees, only the type of job (Admin / Academic) and gender.  Consequently, the total 
number of KAU administrators is 4270 (female; 990 and male; 3280) and the total of KAU 
academics is 3694 (female; 1676 and male; 2018).  On the other hand, the total number of KAU 
125 
 
females is 2666 (administrators; 990 and academics; 1676) and the total number of KAU (males 
is 5298 administrators; 3280 and academics; 2018). The majority of the study participants were 
female administrators (342). This reflected that the researcher faced difficulty in distributing and 
collecting the questionnaires due to the nature of the academic jobs, as many of the academics 
were unavailable during the questionnaire distribution and the collection process. Moreover, the 
researcher faced difficulties in collecting date from male employees due to access restrictions. 
The following tables illustrate percentage comparison between the total participants (534) and 
KAU according to the type of job and gender.  
 
Table 3.5 D: Percentage comparison between the total participants (534) and KAU according to 
the type of job 
Type of job 
Participants (sample) KAU 
Comparison to the  whole 
sample (534) 
Type of job Comparison to the 
whole KAU (7964) 









20% 3694 46% 
Total 534 100% 7964 100% 
 
Table 3.5 E: Percentage comparison between the total participants (534) and KAU according to 
the gender 
Gender 
Participants (sample) KAU 
Comparison to the  whole 
sample (534) 
gender Comparison to the whole 
KAU (7964) 









16% 5298 66% 
Total 534 100% 7964 100% 
 
In light of the type of job, Table 3.5D shows that administrators represent 80% from the study 
sample, whereas, KAU administrators represent 54% from KAU.  Administrators in the sample 
exceeded the proportion of the administrators in the whole KAU.   Similarly, gender analysis 
revealed the majority of study participants were female (84%) whereas females represent 33% of 
KAU staff. This reflected the sample location which was a women’s section of KAU. 
Unfortunately no corporate data was available for any specific site.  Female students are rarely 
taught by male tutors, although male academics are employed. This has been considered as an 
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issue that influenced the variation among participants and the response rate. Hence accurate local 
comparison cannot be undertaken. The following discusses this issue. 
3.11.2 Main data collection issues 
During the process of data collection some issues influenced the response rate; these issues are 
as follows: 
- Because of cultural restrictions (women are not allowed to visit the male section) the 
researcher faced some difficulties when communicating with and distributing the 
questionnaires in the men’s section in KAU. Consequently, the researcher had to appoint 
some members from the men’s section to distribute the questionnaires and had to receive 
them back entirely through the internal post mail system of KAU. This resulted in 
difficulties in obtaining a good response rate from the men’s section. Consequently, the 
number of male respondents was low.  
- The researcher had limited time available to try to redistribute the questionnaire to 
members of the academic staff who had been unavailable during the distribution process. 
This made it difficult for the researcher to include a large number of academic staff and 
this resulted in a lower number of academic respondents.   
- Because of the nature of the distribution process (surveying the employees and their 
immediate managers using pre-coded questionnaires), the response rate from employees 
had to be adjusted according to the response from the managers. Three managers’ 
questionnaires were not returned, thus, 13 employees’ questionnaire had to be eliminated 
from the total of employees’ responses and were not considered in the analysis. 
Therefore, the initial number of completed and returned employees’ questionnaires of 
446 was reduced to 433.  
3.12 Analysis Approach for the Main Study  
The statistical functions that were used to analyse the quantitative data are divided according to 
the four main statistical purposes which need to to be achieved through two analytical steps (See 













Figure 3.1: The adapted research analysis approach (in steps) 
The above diagram illustrates the two steps of the analysis approach that were implemented in 
this research. The purpose of the first step (prior to hypotheses testing) was:  
 
- To ensure validity, reliability, and linear relationships; confirmatory factor analysis, 
Cronbach’s alpha (‘the reliability coefficient’), and bivariate correlation (linear 
correlation) were used respectively.  
- To assess LMX quality from the employees’ perspective; ranking analysis of a Likert-
type scale was used to identify employee agreement levels on LMX dimensions 
(employees’ rating of LMX quality); 
- To investigate the balance between employees’ and managers’ perspectives on leadership 
behaviour and employee efficacy and resistance outcomes; a ranking analysis of Likert-
type scales and the independent sample t-test were used. 
 
In the second step the purpose was to test the study hypotheses and draw conclusions about the 
academic and the practical contribution of the current research; multiple mediation analysis was 
used and the ‘goodness of fit’ test for mediation was carried out along with multiple mediation 
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analysis to show that the mediation analysis had a good fit with the data. These analyses are 
described in detail in the following section. 
3.12.1 Prior hypotheses testing: Data screening  
Prior to hypotheses testing, some analysis techniques were utilised. The following identifies 
these techniques.  
-Construct validity and reliability analysis for the main data  
Confirmatory factor analysis and Cronbach’s alpha (‘the reliability coefficient’) were applied to 
the main data. As these techniques showed significant results in the pilot study with a small 
sample size they were used again for the main data. The main data was collected from a large 
sample size; this should increase the validity of these techniques and should generate more 
reliable results. The results for factorial validity and reliability for the managers’ and employees’ 
questionnaires in the main study have been validated according to Tabachnick and Fidell (2007) 
with greater than 1 Eigen values and with acceptance of the computed value for each domain 
equal or above the acceptable level of 0.3.  Moreover, the accepted value of Cronbach’s alpha is 
0.6 and above according to Nunnally and Bernstein (1994);.these results are presented in the 
following tables:  






Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .758 
6.671 
The items perfectly were loaded 
on 1 factor (Paternalistic 
leadership) 














    
Scale items 
Factorial statistics 
Specified factor(s) Cronbach’s Alpha 






The items perfectly were loaded on 
1 factor (Empowering leadership)  
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2.544 LMX-Contribution α =.736 8 .759 
9 .606 
10 .901 
 4.808  LMX-Professional respect α =.930 11 .947 
12 .870 
4- Personal initiatives 
Scale items 
Factorial statistics 
Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .590 
2.790 
The items perfectly were loaded 
on 1 factor  












Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .519 
2.538 
The items perfectly were 








6-Preparedness for occupational change 
Scale items 
Factorial statistics 
Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .300 
2.722 
The items perfectly were loaded 














To assess factorial validity, all the scale items in the employees’ questionnaire were extracted 
using factor analysis based on the maximum likelihood method. This is illustrated in the above 
table. The scale items were grouped together under one factor. All the items maintained clear 
consistent structure, with all items consistently loading on one factor. Although some of the scale 
items (paternalistic leadership, preparedness for occupational change, and employability 
orientation) have loadings between .3 and .4, the Eigen values for the whole scales are above 1. 
Additionally, all the scales were existing instruments and reported good reliability values. 
Therefore, it was decided to retain all the scale items. On the other hand, the LMX scale has been 
rotated using Varimax rotation and the items were extracted in relation to four factors.  
Therefore, the LMX scale was found to relate to more than one factor on the basis of four 
dimensions: affect loyalty, contribution, and professional respect.  
The factor analysis results have been confirmed by testing the reliability of each scale. The 
internal consistency reliability estimates according to Cronbach’s alpha (α) were above .7 for 
paternalistic leadership, empowering leadership, LMX dimensions, personal initiative, 
occupational self-efficacy, preparedness for occupational change, and resistance to occupational 
change. The reliability values of the above constructs are to be considered good according to 
Hair et al. (1998) and Hair et al. (2002). Furthermore, the employability orientation α value of 
.620 is considered to be acceptable according to Nunnally and Bernstein (1994). Therefore, the 
predicted reliability values were good for all the scales. The following table presents the factor 




Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .596 
1.881 
The items perfectly were loaded 









8- Resistance to occupational change 
Scale items 
Factorial statistics 
Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .452 
2.188 
The items perfectly were loaded 
on 1 factor  














Table 3.7 :Factor analysis and reliability test results for the main data (managers’ questionnaire) 
(N=101) 
 




Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .757 
2.578 
The items perfectly 








2-managers’ perceptions of employees collective efficacy (recoded scale) 
Scale items 
Factorial statistics 
Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .461 
2.292 
The items perfectly 











3-Self-rating of paternalistic leadership behaviour 
Scale items 
Factorial statistics 
Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .430 
4.131 
The items perfectly 
















4-Self-rating of empowering leadership behaviour 
Scale items 
Factorial statistics 
Specified factor(s) Cronbach’s Alpha 
Loadings Eigen value 
1 .821 
7.586 
The items perfectly 
were loaded on 1 
factor (Empowering 
leadership)  



















The table above shows that all the scale items in the managers’ questionnaire were extracted on 
one factor based on a maximum likelihood method. All the items maintained clear consistent 
structure, with high loading values on one factor. Although some of the scale items (paternalistic 
leadership, and empowering leadership) have loadings between .3 and .4, the Eigen values for 
the whole scales are above 1. Additionally, all the scales were based on existing instruments and 
reported good reliability values. Therefore, it was decided to retain all the scale items. The 
internal consistency reliability estimates (Cronbach’s alpha) were .878 for employees’ resistance 
to change, .761 for collective efficacy, .829 for leader’s paternalistic behaviour, and .917 for 
leaders’ empowering behaviour. This confirmed that the scales of the managers’ questionnaires 
have a high reliability. Thus the employees’ and managers’ questionnaires can be seen to show 
evidence of construct validity and reliability for the questionnaire scales.    
-Ranking analysis of Likert-type scale (attitude measurement) to investigate LMX quality  
A Likert-type scale for attitude measurement is a psychometric response scale primarily used in 
questionnaires to obtain participant’s preferences or degree of agreement with a statement or set 
of statements (Bertram, n.d.) which generates mean opinion scores  (Clark, Podsiadlo, Fraser, 
Mayo, & King, 2007). Respondents are asked to indicate their level of agreement with a given 
statement by way of an order or ranking scale (Bertram, n.d.). This type of analysis was used in 
the current study to assess LMX quality from employees’ perspectives (see appendix F for the 
values of the means). LMX in previous studies has mainly been investigated from employees’ 
perspectives. Investigating LMX quality from the employees’ perspectives is common in LMX 
studies; according to Schyns & Felfe (2006) most LMX quality is rated individually and has 
been examined in relation to individual level outcomes. In respect of investigating LMX and 
employee outcomes from the employees’ points of view previous studies reported significant 
results (e.g., Schyns et al., 2005; Schyns & Felfe ,2006; Walumbwa et al., 2011). The results of 
this type of analysis are illustrated in chapter four and discussed in chapter five.  
- Inter-correlation among variables 
Bivariate correlation is a correlation between two variables. The correlation coefficient that was 
used in this study is Pearson’s correlation. This coefficient indicates the strength of association 
or relationship between two variables (Field, 2009). A matrix of the correlation coefficients 
between all the variables in employees and managers’ questionnaires is provided (see appendix 
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J) which indicates that there were a good level of significant correlations between the research 
variables. More about these results in chapter 4 section 4.3.  
-Ranking analysis and t-test to investigate employees’ and managers’ perspectives regarding 
leadership behaviour and employee outcomes  
In proposing the integrative research mediation model, the researcher has drawn on three sets of 
measures: LMX quality, leadership behaviour, effective individual (employees’) behaviour, and 
attitude outcomes. Substantial number of scholars in organisational studies have conducted 
mediation analysis to test the role of the assumed mediation variable at the individual level of 
analysis (e.g., Wang et al., 2005; Sparr & Sonnentag, 2008; Hughes et al., 2010; Chan & Mak, 
2011; Wood, Goodman, Beckmann, & Cook, 2008; Lee, 2005; Lee & Wei, 2008 Walumbwa et 
al, 2011; Byrne et al., 2008). Therefore, the mediation hypotheses have been formulated with 
variables from the employees’ questionnaire, exclusively, as the research did not use multi-level 
analysis with the mediation investigation. Data from the managers’ questionnaire was not 
identified as variables in the mediation relationship. Thus, the mediation test has been applied to 
the employees’ data.  
To maintain clear and un-biased results, the researcher decided to investigate managers’ 
perspectives in relation to paternalistic and empowering leadership, employees’ collective 
efficacy, and employees’ resistance to occupational change. Data from the managers’ 
questionnaires was regarded as a complement to interpreting the mediation findings and to add 
practical meanings to the reported mediation results in path A. This is considered supportive in 
this research because leaders’ behaviour is assumed to have a positive influence on LMX quality 
in a Saudi organisational context. Path A investigated leaders’ behaviour as a cause of effective 
employees’ behaviours and attitudes that are related to task changes through the enhancement of 
LMX quality. Additionally, path A includes two sets of the proposed employee outcomes 
(behaviours and attitudes) that relate to task changes. Accordingly, the managers’ questionnaire 
was designed in order to: 
 Find congruencies and differences between self-ratings and other ratings for the 
chosen variables: leaders’ paternalistic and empowering behaviour, employees’ 
efficacy, and employees’ resistance to occupational change.  
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 Obtain a general view of employees’ effectiveness in the workplace during times of 
organistioanl change. Therefore, collective efficacy and employees’ resistance to 
occupational change scales from the managers’ questionnaires were considered as two 
indicators of employees’ proactive behaviour and their willingness to accept 
occupational change. 
 Help to provide better interpretations of mediation results.  
Besides identifying the agreement level, the research intended to identify the size and the 
directions of the differences between employees’ and managers’ views. As a Likert-type scale 
was being used to compare employees’ and managers’ attitudes (self-ratings and other ratings), 
this could be done only by a direct comparison to the rating of the specified variables on a known 
ordinal scale, such as that obtained by magnitude estimation or a similar technique (means 
scores). Although, it is valid to calculate means for the specified data, it is not statistically 
meaningful to compare them (Clark, Podsiadlo, Fraser, Mayo, & King, 2007). This is because 
the rating analysis does not provide statistical values for the differences between the compared 
attitudes. As a consequence, the appropriate statistical technique in this case is the t-test. The t-
test compares the means of the variables for two independent groups (Greasley, 2008); here the 
groups are managers and employees. Typically this test detects a mean response change for the 
interval measures/ parametric for the different independent groups (Field, 2009).  
The researcher designed a diagram to illustrate the results of the ranking analysis and the t-test 
(see the figure below 3.2), in an attempt to identify the balance between the two views and to 
draw conclusions about the level of the balance identified and whether it would be supportive to 





Figure 3.2: The balance of the agreement level and the differences between managers’ and 
employees’ perspectives (produced for the purpose of this research). 
 The above diagram shows arrows towards the middle line that indicate a high agreement level 
between the two perspectives, while long and short reversed arrows indicate the degree of the 
differences and their direction; towards managers or employees.   
3.12.2 Hypothesis testing: Mediation analysis 
As organisational behaviour theorists have sought to move beyond descriptions and predictions 
of phenomena to explanations that incorporate the influence of situational and personal factors in 
organisational outcomes, statistical tests of mediation processes have become increasingly 
important to the scientific status of the field (Wood et al., 2008). A considerable number of 
recent scholars in organisational studies have conducted mediation analysis to test the mediation 
role of some organisational variables (Wood et al., 2008). Wang et al. (2005), for example, 
investigated LMX quality as a mediator between transformational leadership and task 
performance and organisational citizenship behaviour. Lee & Wei (2008) also investigated LMX 
quality as a mediator between transformational leadership and organisational commitment. 
Furthermore, Walumbwa et al. (2011) studied self-efficacy as a mediator between LMX quality 
and job performance.  Moreover, Byrne et al. (2008) studied career self-eﬃcacy as a mediator in 
the relationship of ability, experience, training, and knowledge, with perceived career success 
related to interpersonal relationships 
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Given the explanatory descriptive purpose of this research, mediation analysis provides evidence 
for the direction of the influences in the mediation relationships and the factors that explain these 
influences. The indirect or mediation effect can help to answer important questions that are not 
addressed by examining the direct effects (Bollen, 1989). In statistics, a mediation model is one 
that seeks to identify and explain the mechanism that underlies an observed relationship between 
an independent variable and a dependent variable via the inclusion of a third explanatory 
variable, known as a mediator variable (Baron & Kenny, 1986). Rather than hypothesising a 
direct causal relationship between the independent variable and the dependent variable, a 
mediational model hypothesises that the independent variable causes the mediator variable, 
which in turn causes the dependent variable. The mediator variable, therefore, serves to clarify 
the nature of the relationship between the independent and dependent variables.  
Mediation analysis provides the means for a deep investigation of the underpinning mechanisms 
of the relationship between the variables. This is important in the current research which aims to 
study the mechanisms of the role of the mediator by explaining the relationships between the sets 
of variables. This capability of mediation analysis allows this research to use the concept of the 
mediator in order to form the hypotheses by moving from investigating direct relationship to 
investigating indirect relationships. Here this research is interested in testing the study variables 
to provide descriptions and explanations for each set of the correlated variables that are linked 
together through mediators. 
As has been previously explained a mediator is a variable that accounts for all or part of the 
relationship between an independent and a dependent variable because the mediator is 
intervening in the causal pathway from the predictor variable to the outcome variable (Baron & 
Kenny, 1986). Mediation analysis is designed to test mediation hypotheses.  It assesses whether 
an independent variable (X) affects a dependent variable (Y) through one or more potential 
intervening variables, or mediators (M) (Preacher & Hayes, 2008a). Mediation analysis can be 
conducted to assess whether simple and multiple mediators depend on the research hypotheses 
(Preacher & Hayes, 2004; 2008a). Testing for mediators is accomplished by using regression 
analysis or structural equation modelling (Ayman, 2004). As no direct effect is going to be tested 
between the mediators, and the outcomes variables are not latent, structural equation modelling 
is not applicable in this research. Mackinnon (2008) stated that when a complex model is 
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proposed, but the study design does not satisfy the conditions for structural equation modeling 
(SEM), researchers can use variations of the causal steps regression approach to mediation.  
In mediation with regression analysis, the following four criteria are necessary for mediation to 
be conducted: (i) the predictor (X) is significantly associated with the outcomes (Y), (ii) the 
predictor (X) is significantly associated with the mediator (M), (iii) the mediator (M) is 
associated with outcome variable(Y), and the addition of the mediator to the full model reduces 
the relationship between the predictor and criterion variable (Baron & Kenny, 1986; Pearl, 
2000). However, there are some exemptions related to a direct link between the variables. Even 
if there is no significant relation between the independent variables and the dependent variables, 
mediation can exist (Mackinnon, 2008). This pattern may occur because the test of the mediated 
effect has more statistical power than the test of the overall effect of X on Y in some situations 
(Mackinnon, 2008). The mediation analysis describes and explains the mediation relationships 
rather than just causal relations linkages (X on M and M on Y) in the mediation path 
(Mackinnon, 2008).  
In a simple mediation analysis that contains one mediator, direct effects include the path of X on 
Y (X → Y), the path of X on M (X → M) and the path of M on Y (M → Y) and finally the path 
of X on Y through M (X→ M→ Y); these relationships are illustrated in the following diagram 




Figure 3.3 Simple mediation diagram showing the initial idea of mediation analysis 
The mediators proposed in this study are multidimensional LMX and proactive behaviour 
(personal initiative & occupational self-efficacy): the mediating effects of all associated variables 
were examined for each set of the two path analysis paths A and B (see chapter two, section 2.5) 
and the proposed hypotheses have been drawn up according to the mediation relationship 
between the independent variables with each dependent variable through the proposed mediators 
in each path analysis as is explained in the next chapter.  Therefore, a single mediator model is 
not applicable in this case. The multiple mediator model is a more reasonable approach than the 
single mediator model when many mediators are investigated (see figure 3.4). The multiple-
mediator model is likely to provide a more accurate assessment of mediation effects in many 
research contexts (Mackinnon, Fairchild, & Fritz, 2007). Models with more than one mediator 
are straightforward extensions of the single-mediator case (Mackinnon, 2000; 2008).  It has the 
ability to test the mediators jointly to generate integrated indirect effect. In regards to the 
multiple mediators of this study, mediation analysis provided integrated mediation values for 
proactive behaviour (personal initiative and occupational self-efficacy), and LMX quality (affect, 
loyalty, contribution, and professional respect). Figure 3.4 below shows the multiple mediation 




Figure 3.4 Multiple mediation diagram  
The mediation diagram above (see figure 3.4) shows the basic causal chain involved in 
mediation analysis. It represents the structure of the measurement diagram of the mediation 
investigation in this research.  
This research used the multiple mediation macro introduced by Preacher & Hayes (2008a). This 
study performed the Preacher & Hayes (2008a) multiple mediation macro according to each 
outcome. These generated 22 mediation relationships that were formulated in 8 mediation 
hypotheses based on two paths (more details in chapter two section 2.5). Preacher & Hayes 
(2008a) called their multiple mediator diagram a single-step multiple mediator model. It takes 
only a single step from X to Y through the proposed mediators. They stated that, although it 
contains several mediators, no mediators affect each other. The macro illustrated two types of 
test: the product of coefficients and the bootstrap tests.  
 
This macro uses the product of coefficient strategy and the bootstrapping/resampling method to 
test the multiple mediation hypotheses. The product of coefficient strategy shows the total direct 
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effect of X on Y once without including the mediator and once including the mediator. This can 
reveal the mediation effect as complete (the inclusion of the mediator removes the direct effect 
of X on Y) or partial (the inclusion of the mediator does not removes the direct effect of X on Y, 
part of the direct effect remains when controlling for the mediator) (Preacher & Hayes, 2008a). 
As Preacher & Hayes (2008b) are advocating, the primary advantage of bootstrapping is that no 
assumptions about the shape of the sampling distribution of the indirect effect or its constituent 
paths are made. All bootstrapping requires is a justifiable belief that the distributions of the 
measured variables in the sample closely approximate the population distributions. Moreover, 
MacKinnon, Lockwood and Williams (2004) compared bootstrapping to the traditional product 
of coefficients approach in a large-scale simulation study and found that bootstrapping provided 
more accurate Type I error rates and greater power for detecting indirect effects than the product 
of coefficients strategy and other competing methods.  
-Multiple mediation analysis: Conclusion approach 
The results of the mediation analysis were obtained on the basis of three purposes and identified 
in three elements. These aims are described in the following section:   
A) To obtain accurate confidence limits with better coverage of the mediation tests. 
The product of coefficient approach and bootstrapping was used to calculate the mediation effect 
from the analysis output. The product of the coefficient approach is preferable in testing the 
mediation effect when a large sample is used and the distrbution of the sample is assumed to be 
normal.  On the other hand, the bootstrap method can be a useful approach when the distrbution 
of the sample may be considered abnormal (Mackinnon, Lockood, Hoffman, West, & Sheets, 
2002). Additionally, the bootstrapping approach is useful in any mediation model to obtain 
accurate confidence limits, especially for models with complex mediated effects such as those 
with mediated effects with more than two pathways and more than one mediator (Mackinnon, 
2008). Preacher and Hayes (2008a) asserted that bootstrap methods are to be preferred over 
methods that assume symmetry or normality in the indirect effect of the sampling distribution. 
Asymmetric confidence limits based on the distribution of the product and bootstrap estimates 
together give more accurate mediation results than if only one method were relied on 
(Mackinnon et al., 2004). Thus, this study combines the results from the two approach to obtain 
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conclusions about valid mediation (indirect) effects. Bootstrapping can correct errors in 
estimation of mediation effects and can increase the statistical power to detect them. It involves 
estimating the standard errors used in the calculation of p values and confidence intervals from a 
distribution created through a process of repeated re-sampling with the same data  (Shrout & 
Bolger, 2002). To obtain valid mediation results, Preacher and Hayes (2008a) recommended 
setting the significant level at P<.05 with 95% Bias corrected confidence intervals and 5000 as 
the desired number of bootstrap resamples.  
 
The macro illustrated two type of test: the product of coefficient and bootstrapping test. This 
research is relying on the bootstrap method to detect the indirect effect while the product of the 
coefficient illustrates the significance of the links between the variables in the mediating 
relationships 
B) To identify the size of the mediation effect as complete or partial.  
The results of the mediation analysis can be concluded to be a complete or partial mediation 
relationship based on the effect size of X on Y when M is considered. Complete mediation is a 
situation where one mediator or more completely accounts for the relationship of the 
independent to the dependant variable. On the other hand, partial mediation is a situation where 
one mediator or more partially transmits the influence from the independent to the dependent 
variables.  Mackinnon, Krull, and Lockwood (2000) explained this according to the nature of the 
mediation process itself. They stated that in mediational hypotheses it is typically assumed that 
statistical adjustment for a third variable will reduce the magnitude of the relationship between 
the independent and dependent variables. In the mediation context, the magnitude of the 
relationship is reduced because the mediator explains part or all of the relationship because it is 
in the causal path between the independent and dependent variables (Mackinnon et al., 2000). 
Partial mediation may exist because psychological behaviour has a variety of causes; it is often 
unrealistic to expect that a single mediator would be explained completely by an independent 






C) To specify the contributed mediators to the mediation relationship as full or specific.  
As Preacher and Hayes (2008a) stated, it is entirely possible to find specific indirect effects to be 
significant in the presence of a non-significant full indirect effect. Even though either specific 
indirect effect may be large and significant, their sum may be small and non-significant 
(Preacher & Hayes, 2008a). Accordingly, the results can be concluded to demonstrate full or 
specific mediation based on the contribution of all the proposed mediators to the mediation 
relationship. According to Mackinnon (2008) in a multiple mediation model the full mediation 
(indirect effect) is the joint effect of specific indirect effects that are illustrated in the model and 
these specific indirect effect can be broken down into two or more specific indirect effects. The 
hypotheses of the research were formulated to test full mediation effects. Therefore, LMX 
quality and proactive behaviour as a full mediator are the focus of this investigation.   
3.13 Summary 
This chapter discussed the research philosophy, research design, and justification of the method 
used. Furthermore, the chapter described the research method, pilot studies and variables, data 
and statistical tests. The analysis approach adopted was classified in relation to some analysis 
techniques.  
This chapter reviewed and discussed some of the data collection issues.  The chosen 
methodology has been justified according to the stream of previous research on leadership topics 
generally and on LMX quality specifically. Additionally, subsequent procedures have been 
highlighted to provide an integrated discussion and conclusive statements, which will guide the 
next phase of the research process. In addition, the chapter attempted to briefly clarify the debate 
on quantitative research. It has been demonstrated that the elements of the current field research 
fit together well and reflect the characteristics of mature research according to the concept of the 
methodological fit framework described in section 3.8.  The researcher has chosen to apply a 
questionnaire survey and a large sample size was acquired. This has allowed richness of data and 
a comprehensive treatment of implementation elements which constitute an integrated approach 
to LMX quality. The next chapter presents the research findings.  
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Chapter Four: Analysis of the Findings 
4.1 Introduction 
The research was a cross sectional study in which data was received from public sector 
university of KAU in Jeddah, Saudi Arabia. Survey questionnaire and extensive data collection 
was conducted, and data screening analysis to assess the validity of the data to be statistically 
tested.  The data has been obtained from two sources; employees (433 participants) and their 
managers (101 participants).  
 
This chapter provides the statistical analysis results, using SPSS, of the information obtained 
from the questionnaires that were distributed to managers and employees in KAU (explanation 
of the abbreviations used in the presentation of the results is listed in appendix H).  It focuses on 
the results of the statistical analytical tools that were used to analyse the obtained data.  As stated 
previously, some of these tools have been conducted prior to hypotheses testing and some of 
them have been used for the purpose of hypotheses testing.  Prior to hypotheses testing, ranking 
analysis of Likert-type scale was used to investigate employees’ assessment of LMX quality, and 
ranking analysis and the independent samples t-test was used to investigate employees’ and 
managers perspectives about leadership behaviour and employee outcomes. Correlation analysis 
was performed to assess the linearity among the variables. Additionally, multiple mediation 
analysis was used to analyse employees’ data to generate the mediation results.  As well as, the 
goodness of fit test for mediation analysis was used to show the validity of the test to be 
conducted with the collected data. These techniques have been used to meet the objectives of the 
study.  
4.2 Ranking Analysis of Likert-Type Scale: The Findings of LMX Quality Assessment from 
Employees’ Perspectives  
The ranking analysis was applied to employee’s questionnaire (N=433) for the purpose of rating 
LMX quality from employee’s perspectives. The attitudes for each dimension and its items and 














% % % % % 
1. I like my supervisor very much as 
a person 2.1 2.1 7.6 41.1 47.1 4.29 20.0 
Strongly 
Agree 
2. My supervisor is the kind of 
person one would like to have as a 
friend. 3.0 3.5 16.6 34.2 42.7 4.10 24.3 Agree 
3. My supervisor is a lot of fun to 
work with 4.6 9.0 20.3 30.9 35.1 3.83 29.8 Agree 
Affect 3.2 4.8 14.9 35.4 41.6 4.07 22.2 Agree 
4. My supervisor defends my work 
actions to a superior, even without 
complete knowledge of the issue in 
question 5.3 5.8 21.0 34.2 33.7 3.85 28.9 Agree 
5. My supervisor would come to my 
defence if I were “attacked” by 
others 6.0 5.3 25.4 33.9 29.3 3.75 29.7 Agree 
6. My supervisor would defend me 
to others in the organisation if I 
made an honest mistake 6.9 8.1 31.6 32.1 21.2 3.53 31.8 Agree 
Loyalty 6.1 6.4 26.0 33.4 28.1 3.71 27.6 Agree 
7. I do work for my supervisor that 
goes beyond what is specified in my 
work description 3.5 11.3 17.3 37.2 30.7 3.80 28.9 Agree 
8. I am willing to apply extra efforts, 
beyond those normally required, to 
further the interests of my work 
group 2.5 3.9 11.5 41.8 40.2 4.13 22.8 Agree 
9. I do not mind working hardest for 
my supervisor 2.3 5.3 15.7 39.7 37.0 4.04 24.1 Agree 
Contribution 2.8 6.9 14.9 39.6 36.0 3.99 20.4 Agree 
10. I am impressed with my 
supervisor’s knowledge of his/ her 
job 2.3 5.5 14.8 42.5 34.9 4.02 24.0 Agree 
11. I respect my supervisor’s 
knowledge of and competence on the 
job 1.8 5.1 15.0 35.6 42.5 4.12 23.5 Agree 
12. I admire my supervisor’s 
professional skills 1.8 6.2 18.9 34.9 38.1 4.01 24.8 Agree 
Professional respect 2.0 5.6 16.2 37.6 38.5 3.74 25.2 Agree 




The above table illustrates the level of participant’s agreement about LMX quality. Only one 
statement (No.1); namely “I like my supervisor very much as a person ", had the "strongly agree 
attitude" with weighted mean (4.29).  All other statements had values for the weighted mean 
between (4.13) and (3.53). This means that the respondents are "agree" about each statement. 
They over "agree" about the total factors "LMX-Affect, LMX-Loyalty, LMX- Contribution, and 
LMX- Professional Respect" as they have the total weighted means valued, 4.07, 3.71, 3.99, and 
3.74, respectively.   They over "agree" about the total factor "LMX" as it has the total 
weighted mean valued (3.88). The high scores on this scale reflect employee-manager 
relationships characterised by high level of affect, loyalty, contribution, and professional respect.  
 
 
Figure 4.1: Mean scores of LMX dimensions based on employee's perspectives in KAU  
The above figure shows the process of LMX in KAU in Saudi Arabia that characterised by 
scores whose mean ranged from 3.71 to 4.7. This critical finding reflects consistently high 
agreement among the employees in KAU about LMX quality (mean score=3.88). Extensive 
evidence has accumulated regarding high LMX mean scores in previous studies that were 
conducted in similar culture societies and by followers in different cultural contexts. First in 























Scandura (2006) study and a 4.86 LMX mean score was reported in India (Pellegrini et al, 2010). 
Pellegrini and colleagues used the seven-point scale of LMX, which is equivalent to the five-
point scale in the current study (see appendix G, more discussion on this is in section 5.2).  A 5-
point scale has been used in other studies in collectivist societies.   In the Chinese context, LMX 
was rated from the follower as high with mean score 4.32 (Chan and Mak, 2011), 4.80 (Li et al, 
2010) and 3.81 (Wang et al, 2005).  All these scores reflect the “agree” and “strongly agree” 
categories on LMX quality based on 5-point scale response (see appendix F). In addition, in the 
Malaysian context, LMX was reported 3.84 in a study by Bakar, Dilbeck & McCrosky (2010) 
which reflects the“agree” and “strongly agree” categories on LMX quality based on 5-point scale 
response. Hence the findings in this study can be seen as falling in line with scores from other 
collectivist societies.   
 
On the other hand, LMX was rated high from followers in individualist societies.  For instance, 
in the United States, LMX was rated high in a 7-point response scale with mean scores 5.80 
(O’Donnell, eat al, 2012), and 5.19 (Pellegrini, et al, 2010) which reflect the “agree” category on 
LMX quality (see appendix G). Moreover, LMX reported high mean score 4.48 in Netherland 
(Van Dam et al , 2008), and in a longitudinal study conducted by Volmer, Niessen, Spurk, Linz, 
Abele (2011), LMX was reported high mean scores, 3.38 and 3.42 at time1, and time 2 
respectively, which illustrating employees’ high agreement on LMX quality. Areas such the 
current results provide support for the validity of LMX as a cross-cultural concept which is in 
itself a contribution to the academic knowledge in this field. 
4.3 Inter-correlation among variables 
Before conducting the mediation analysis, the correlation matrix (see appendix J) of all of the 
proposed variables was scanned to assess the strength of the association between variables.  All 
variables except ‘resistance to occupational change’ were positively correlated to each other, and 
to varying degrees. For example, paternalistic leadership is positively correlated to the following 
variables: Leader’s empowering behaviour (r= .828), affect (r=.743), loyalty (r=.708), 
contribution )r=.450(, professional respect  )r=.881(, personal initiative (r=.301(, occupational 
self-efficacy )r=.274(, preparedness for occupational change (r=.268), and employability 
orientation (r=.246).   In contrast, resistance to occupational change is found to have a weak 
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negative correlation with personal initiative (r=-.126), occupational self-efficacy (r=-.124), and 
employability orientation (r= -.125).  
In brief, all the variables have significant correlation with each other except for the correlation of 
resistance to occupational change with leaders’ paternalistic, and empowering behaviour, LMX-
Affect, LMX-Loyalty, LMX-Contribution, and LMX-Professional respect although some of the 
mediation relationship were existed between these variables (see section 4.4.1). In essence that, it 
is important to understand that correlation does not equal causation. A relationship between two 
variables may be caused by a third variable. In any correlation, causality between two variables 
cannot be assumed because there may be other variables affecting the results (Field, 2009) and 
mediation analysis can be used to investigate causality.   Baron and Kenny (1986) suggested that 
a mediation model should not be tested unless there is a significant relationship between the 
variables that proposed to be in a mediation relationship. In more recent treatments of mediation, 
it has been pointed out that significant mediated effects may exist even when the variables are 
not significantly correlated (Hayes, 2009). As stated by Fritz and MacKinnon (2007), the 
association between the variables in the mediation relationship is not always required and they 
added that Baron and Kenny (1986) approach had relatively low statistical power.  
It can be noted that, paternalistic and empowering leadership and LMX have the highest 
correlation of the main scales (see appendix J). For instance, the association between paternalism 
and total LMX has reported a Pearson correlation value of .848 and for LMX subscale between 
.450 and .881, whereas, the association between empowering leadership and total LMX has 
reported a Pearson correlation value of .827 and for the LMX subscale between .472 and .760. 
Field (2009) suggested that correlation between variables above .80 and .90 are considered high 
and may reflect collinearity problems among these variables.  The collinearity between 
paternalism (P) and LMX and empowerment (E) and LMX refer to the existence of a strong 
correlation between the independent variables (P & E) and the mediator. Evidently, in most 
cases, if there is mediation, a correlation necessarily exists, but if it is very high it will explain 
virtually all of the variance in the mediator, leaving minimal unique variance in the mediator to 
explain variance in the proposed outcomes.  The nature of mediation relationships needs a 
technique that allows explanation of variance in the outcomes. In mediation analyses, the 
researcher is quite purposeful, testing linkages that are theoretically posited between the 
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constructs or variables that technique requires very large data sets (Iacobucci, 2012). All 
correlations were below 0.9, and most below 0.8, hence mediation was undertaken (Preacher and 
Hayes, 2008). 
On the other hand, some of the correlation between the variables are lower, such as the 
association between empowerment with employability orientation (r=.201), between LMX-
Affect and employability orientation (r=.202), between LMX-Professional respect and 
employability orientation (r=.202), and between LMX-Loyalty and employability orientation 
(r=.126). In this respect, Field (2009) reported that values of .2 are considered low, and the 
values in between (r= .3 and r=.7) indicate a good correlation.   
These values of high and low correlation coefficient can be found in self-report survey that uses 
one method of the measurement of variables, we should find a baseline level of correlation 
among all variables (Spector, 2006). Unless the strength of common method variance (CMV) is 
so small as to be insignificant, this baseline should produce significant correlations among all 
variables reported in such studies, given there is sufficient power to detect them. However, 
failure to find significant correlations between variables, even those theoretically expected, is 
common in published studies (Spector, 2006). 
4.4 Ranking analysis of Likert-Type Scale and the independent-Sample T-test Analysis: 
Findings of the point of Agreemnt and Difference between Employees’ and managers’ 
perspectives.  
This section focuses on investigating employees’ and managers’ perspectives of leaders’ 
paternalistic and empowering behaviour, employees’ efficacy and employees’ resistance to 
occupational change. Two type of analysis have been performed, and found the following results.  
4.4.1 The findings from the ranking analysis of Likert-type scale: employees’ and managers’ 
general attitudes regarding leaders’ behaviour and employee outcomes  
The Ranking Analysis was applied to employees’ and managers’ questionnaire to investigate the 
agreement level of employees’ and managers’ perspectives about leadership behaviour, 
employees’ efficacy, and their resistance to occupational change. This section presents the result 
of the ranking analysis of Likert-type scale.  The attitudes for each item and for the total factors 
are given in the following tables: 
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% % % % % 
1.Is interested in every aspect 
of his/her employees’ lives 
8.5 13.9 23.1 34.2 20.3 3.44 35.0 Agree 
2.Creates a family environment 
in the workplace 
6.9 9.5 15.2 44.1 24.2 3.69 30.9 Agree 
3.Consults his/her employees 
on job matters 
6.5 9.7 16.2 40.2 27.5 3.73 31.0 Agree 
4.Is like an elder family 
member (father/mother, elder 
brother/sister) for his/her 
employees 
5.3 10.6 16.6 37.6 29.8 3.76 30.5 Agree 
5.Gives advice to his/her 
employees on different matters 
as if he/she were an elder 
family member 
3.9 6.5 18.2 38.8 32.6 3.90 27.1 Agree 
6.Makes decisions on behalf of 
his/her employees without 
asking for their approval. 
7.2 11.1 20.1 39.5 22.2 3.58 32.3 Agree 
7. Knows each of his/her 
employees intimately (e.g., 
personal problems, family life, 
etc.) 
11.1 21.7 28.6 28.9 9.7 3.04 38.0 Neutral 
8. Exhibits emotional reactions 
in his/her relations with the 
employees; doesn’t refrain from 
showing emotions such as joy, 
grief, anger 
3.2 7.2 22.6 38.1 28.9 3.82 27.0 Agree 
9. Participates in his/her 
employees’ special days (e.g., 
weddings, funerals, etc.) 
3.7 6.7 21.7 37.6 30.3 3.84 27.3 Agree 
10. Tries his/her best to find a 
way for the company to help 
his/her employees whenever 
they need help on issues outside 
work (e.g., setting up home, 
paying for children’s tuition) 
5.1 6.2 19.9 37.4 31.4 3.84 28.5 Agree 
11. Expects his/her employees 
to be devoted and loyal, in 
return for the attention and 
concern he/she shows them 
4.6 6.5 21.5 38.3 29.1 3.81 28.1 Agree 
12. Gives his/her employees a 
chance to develop themselves 
6.7 9.7 27.3 32.8 23.6 3.57 32.1 Agree 
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when they display low 
performance 
13. Believes he/she is the only 
one who knows what is best for 
his/her employees 
9.2 15.7 36.7 24.0 14.3 3.18 35.9 Neutral 
P 6.3 10.4 22.1 36.3 24.9 3.63 22.5 Agree 
 
 
 Only two statements (No.7); namely " Knows each of his/her employees intimately (e.g., 
personal problems, family life, etc.) (No.13)", namely," Believes he/she is the only one who 
knows what is best for his/her employees” had the "neutral attitude", with weighted mean 3.04 
and 3.18. 
All other statements had values for the weighted mean lie between 3.40 and 4.19; this means that 
the respondents are "agree" about the rest of the items. They over "agree" about the total 
factor "Paternalistic" as it has the total weighted mean valued 3.63 
 















% % % % % 
1. Involves me in decisions that 
affect my work 7.2 12.7 24.2 37.2 18.7 3.48 32.9 Agree 
2. Asks for my opinion 6.2 9.5 21.7 42.0 20.6 3.61 30.5 Agree 
3. Allows me to have a say in 
matters concerning my work 4.2 7.2 14.3 46.7 27.7 3.87 26.7 Agree 
4. Consults me regarding important 
changes in my task 5.5 10.2 22.2 36.3 25.9 3.67 30.8 Agree 
5. Offers me the possibility to bear 
responsibility 3.7 4.8 17.1 41.3 33.0 3.95 25.7 Agree 
6. Allows me to set my own goals 6.9 9.0 23.6 39.5 21.0 3.59 31.3 Agree 
7. Shows confidence in my ability 
to contribute to the goals of this unit 5.1 7.6 16.6 41.3 29.3 3.82 28.6 Agree 
8. Lets me have a strong hand in 
setting my own performance goals 5.5 9.5 23.1 36.5 25.4 3.67 30.5 Agree 
9. Demonstrates total confidence in 
me 5.1 8.1 22.9 34.4 29.6 3.75 29.8 Agree 
10. Listens to my problems and 
concerns 6.7 9.2 26.8 35.8 21.5 3.56 31.6 Agree 
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11. Works with me individually, 
rather than treating me as just 
another member of the group 8.5 12.7 29.6 32.3 16.9 3.36 34.4 Neutral 
12. Provides advice whenever I 
need it 3.9 7.6 16.2 43.9 28.4 3.85 27.0 Agree 
13. Is genuinely concerned about 
the growth and development of 
subordinates 5.1 9.5 22.4 34.2 28.9 3.72 30.3 Agree 
14. Looks out for my personal 
welfare 8.5 10.2 27.3 33.5 20.6 3.47 33.8 Agree 
E 5.9 9.1 22.0 38.2 24.8 3.67 24.1 Agree 
 
 
 Only one statement (No.11); namely "works with me individually, rather than treating me as just 
another member of the group", had the "neutral attitude" with weighted mean (3.38).   
  All other statements had values for the weighted mean lie between (3.95) and (3.47), this means 
that the respondents are "agree" about each statement “. They over "agree" about the total 
factor "empowerment" as it has the total weighted mean valued (3.67). 
  














y Agree Weighted 
Mean 
CV Attitude 
% % % % % 
1. I can remain calm when 
facing difficulties in my job 
because I can rely on my 
abilities 
2.1 3.0 14.8 50.1 30.0 4.03 21.6 Agree 
2. When I am confronted 
with a problem in my job, I 
can usually find several 
solutions 
1.2 7.6 20.8 50.8 19.6 3.80 23.2 Agree 
3. Whatever comes my way 
in my job, I can usually 
handle it 
1.2 3.5 18.5 53.6 23.3 3.94 20.6 Agree 
4. My past experiences in my 
job have prepared me well for 
my occupational future 
1.2 2.8 16.9 44.1 35.1 4.09 20.8 Agree 
5. I meet the goals that I set 
for myself in my job 
0.5 3.5 15.7 53.6 26.8 4.03 19.3 Agree 
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6. I feel prepared for most of 
the demands in my job 
0.5 2.3 9.0 49.4 38.8 4.24 17.6 
Strongly 
Agree 
OSEF 1.1 3.8 15.9 50.3 28.9 4.02 14.7 Agree 
 
 Only one statement (No.6); namely " I feel prepared for most of the demands in my job ", had  
the "strongly agree attitude" with weighted mean (4.24).  All other statements had values for the 
weighted mean lie between (4.09) and (3.80).This means that the respondents are "agree" about 
each statement. They over all "agree" about the total factor "OSEF" as it has the total 
weighted mean valued (4.02). 
 




















% % % % % 
1. I generally consider 
changes to be a negative 
thing 
24.9 36.0 28.2 7.9 3.0 2.28 44.7 Disagree 
2. If I were to be informed 
that there’s going to be a 
significant change regarding 
the way things are done at 
work, I would probably feel 
stressed 
8.5 25.4 26.8 32.3 6.9 3.04 36.0 Neutral 
3. When I am informed of a 
change of plans, I tense up a 
bit 
10.9 26.6 29.1 27.9 5.5 2.91 37.6 Neutral 
4. Often, I feel a bit 
uncomfortable even about 
changes that may potentially 
improve my life 
20.8 34.4 22.2 15.9 6.7 2.53 46.5 Disagree 
ROC 16.3 30.6 26.6 21.0 5.5 2.69 32.7 Neutral 
 
  The statements (No.1), and (No.4) had the "disagree attitude" with weighted means (2.28), and 
(2.53), respectively.  The statements (No.2), and (No.3) had the "Neutral attitude" with weighted 
means (3.04) and,(2.91), respectively.  The participants over all "Neutral" about the total 
factor "ROC" as it has the total weighted mean valued (2.69). 


















% % % % % 
1. I am interested in every aspect 
of my employees’ lives 
2.0 1.0 8.9 45.5 42.6 4.26 19.3 
Strongly 
Agree 
2. I create a family environment in 
the workplace 
1.0 0.0 4.0 46.5 48.5 4.42 15.1 
Strongly 
Agree 
3. I consult my employees on job 
matters 
1.0 0.0 10.9 36.6 51.5 4.38 17.4 
Strongly 
Agree 
4. I am like an elder family 
member (father/mother, elder 
brother/sister) for my employees 
0.0 0.0 5.9 36.6 57.4 4.51 13.5 
Strongly 
Agree 
5. I give advice to my employees 
on different matters as if I were an 
elder family member. 
0.0 1.0 2.0 40.6 56.4 4.52 13.1 
Strongly 
Agree 
6. I make decisions on behalf of 
my employees without asking for 
their approval. 
0.0 1.0 10.9 48.5 39.6 4.27 16.2 
Strongly 
Agree 
7. I know each of my employees 
intimately (e.g., personal 
problems, family life, etc.). 
4.0 11.9 23.8 47.5 12.9 3.53 28.2 Agree 
8. I exhibit emotional reactions in 
my relations with the employees; 
don’t refrain from showing 
emotions such as joy, grief, anger. 
1.0 2.0 12.9 50.5 33.7 4.14 19.0 Agree 
9. I participate in my employees’ 
special days (e.g., weddings, 
funerals, etc.). 
0.0 4.0 13.9 44.6 37.6 4.16 19.5 Agree 
10. I try my best to find a way for 
the company to help my 
employees whenever they need 
help on issues outside work (e.g., 
setting up home, paying for 
children’s tuition). 
0.0 0.0 4.0 39.6 56.4 4.52 12.7 
Strongly 
Agree 
11. I expect my employees to be 
devoted and loyal, in return for 
the attention and concern that I 
show them 
1.0 2.0 6.9 42.6 47.5 4.34 17.9 
Strongly 
Agree 
12. I give my employees a chance 
to develop themselves when they 
display low performance 
1.0 0.0 8.9 44.6 45.5 4.34 16.7 
Strongly 
Agree 
13. I believe that I am the only 
one who knows what is best for 




P 1.2 4.0 11.3 42.1 41.3 4.18 10.5 Agree 
 
  From the previous table, the majority of the statements had values for the weighted means 
between (4.26) and (4.52) that reflects the participants’ strong agreement about most of 
paternalistic statements.  These are followed by three statements; (No.7), (No.8), and (No.9) that 
had values for the weighted means lie between (3.53) and (4.16) that related to category “Agree 
".  On the other hand, only the statement (No.13) is related to category “Neutral". The 
participants overall "Agree" about the total factor "Paternalistic" as it has the total 
weighted mean valued (4.18). 
 



















% % % % % 
1. I Involve my employees in decisions 
that affect their work 
3.0 1.0 7.9 51.5 36.6 4.18 20.4 Agree 
2. I ask for my employees’ opinions 1.0 1.0 5.9 50.5 41.6 4.31 16.7 
Strongly 
Agree 
3. I allow my employees to have a say in 
matters concerning their work 
2.0 1.0 5.0 43.6 48.5 4.36 18.2 
Strongly 
Agree 
4. I consult my employees regarding 
important changes in their task 
2.0 2.0 8.9 45.5 41.6 4.23 20.0 
Strongly 
Agree 
5. I offer my employees the possibility to 
bear responsibility. 
2.0 0.0 4.0 39.6 54.5 4.45 17.0 
Strongly 
Agree 
6. I allow my employees to set their own 
goals. 
2.0 1.0 14.9 43.6 38.6 4.16 20.6 Agree 
7. I show confidence in my employees’ 
ability to contribute to the goals of this 
unit. 
1.0 0.0 5.9 42.6 50.5 4.42 15.8 
Strongly 
Agree 
8. I let my employees have a strong hand 
in setting their own performance goals. 
2.0 0.0 12.9 45.5 39.6 4.21 19.4 
Strongly 
Agree 
9. I demonstrate total confidence in my 
employees. 
1.0 1.0 9.9 44.6 43.6 4.29 17.9 
Strongly 
Agree 
10. I listen to my employees’ problems 
and concerns. 





11. I work with my employees 
individually, rather than as a group 
1.0 2.0 6.9 42.6 47.5 4.34 17.9 
Strongly 
Agree 
12. I provide advice whenever my 
employees need it. 
1.0 1.0 3.0 47.5 47.5 4.40 15.8 
Strongly 
Agree 
13. I am genuinely concerned about the 
growth and development of my 
employees. 
1.0 2.0 6.9 34.7 55.4 4.42 17.9 
Strongly 
Agree 
14. I look out for my employees’ personal 
welfare. 
4.0 7.9 24.8 35.6 27.7 3.75 28.6 Agree 




From the previous table, the majority of the statements had values for the weighted mean 
between (4.21) and (4.45) that reflects the participants’ strong agreement about most of 
empowerment statements. Three statements; (No.1), (No. 6), and (No.14) had values for the 
weighted mean between (3.75) and (4.18) that related to category “Agree ". The participants 
overall "Strongly Agree" about the total factor "empowerment" as it has the total 
weighted mean valued (4.27). 
 














% % % % % 
1. The branch/department I 
work with has above 
average ability 
2.0 12.9 14.9 55.4 14.9 3.68 25.7 Agree 
2.This branch/department 
is poor compared to other 
departments doing similar 
work (recoded) 




is un able to perform as 
well as it should be 
(recoded) 
3.0 9.9 6.9 36.6 43.6 4.08 26.6 Agree 
4. The members of this 
branch/department have 
excellent job skills 
1.0 5.0 9.9 56.4 27.7 4.05 20.2 Agree 
5.Some members of this 
branch/department should 
be fired due to lack of 





is not very effective 
(recoded) 
3.0 5.9 6.9 39.6 44.6 4.17 24.0 Agree 
7.Some members in this 
branch/department cannot 
do their job well (recoded) 
3.0 31.7 9.9 35.6 19.8 3.38 35.8 Neutral 
CEF 2.5 13.6 11.7 41.7 30.4 3.84 17.0 Agree 
 
From the previous table, only one statement (No.2 “recoded statement”) is related to “strongly 
agree” category with weighted mean, 4.26.  The statements; (No1), (No.3 “recoded statement”), 
(No.4), and (No.6 “recoded statement”) were related to “agree” category. On the other hand, 
statement (No.5 “recoded statement”), and statement (No.7 “recoded statement”) were related to 
“Neutral” category. The participants overall "agree" about the total factor "CEF" as it has 
the total weighted mean valued (3.84). 
 














% % % % % 
1. My employees generally 
consider changes to be a 
negative thing 
30.7 35.6 11.9 21.8 0.0 2.25 49.7 Disagree 
2. If my employees were to be 
informed that there’s going to 
be a significant change 
regarding the way things are 
done at work, they would 
probably feel stressed 
11.9 25.7 17.8 38.6 5.9 3.01 38.9 Neutral 
3. When my employees are 
informed of a change of plans, 
they tense up a bit 
10.9 33.7 13.9 39.6 2.0 2.88 38.7 Neutral 
4. Often, my employees feel a 
bit uncomfortable even about 
changes that may potentially 
improve their lives. 
19.8 41.6 12.9 22.8 3.0 2.48 45.9 Disagree 
ROC 18.3 34.2 14.1 30.7 2.7 2.65 36.6 Neutral 
 
From the previous table, the statements (No.1), and (No.4) had the "disagree attitude" with 
weighted means (2.25) and, (2.65), respectively. On the other hand, the statements (No.2), and 
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(No.3) had the "Neutral attitude” with weighted means (3.01), and (2.88), respectively.   The 
participants over all "Neutral" about the total factor "ROC" as it has the total weighted 
mean valued (2.65).  
4.4.2 The findings from the independent-samples t-test analysis: The comparison between 
employees’ and managers’ perspectives about leadership behaviour and employee outcomes.  
The previous section illustrated the employees’ and managers’ ranking assessment of their 
attitudes towards each of the specified scales’ statements. The above results identified mean 
opinion scores of employees’ and managers’ general attitudes. Analysing Likert ranking does not 
provide statistical values that can be used for the purpose of comparison. Therefore, t-test has 
been conducted in order to identify whether there are significant differences between managers’ 
and employees’ perspectives on behavioural leadership styles (paternalistic and empowering), 
employees’ efficacy, and employees’ resistance to occupational change. The results are 
presented in the table below. 
Table 4.10:  The independent sample t-test results 
 
Compared scales  group N Mean t P-value 
Paternalistic 
Employee 433 3.6310 
9.367 0.000 
Manager 101 2.6535 
Empowering 
Employee 433 3.6696 
2.178 0.031 
Manager 101 3.8388 
Efficacy 
Employee 433 4.0223 
3.068 0.002 
Manager 101 4.1820 
Resistance 
Employee 433 2.6894 
20.334 0.000 
Manager 101 4.1513 
 
From the previous table, we note that there are significant differences between managers and 
employees for all the compared scales. Therefore, applying the independent sample t-test to 
compare employees’ and managers’ perspectives on paternalistic and empowering leaders’ 
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behaviour, employees’ efficacy, and employees’ resistance to occupational change reveals the 
following results:  
The highest significant difference was reported for the compared resistance scales with (t=20.33, 
p<, 05) towards managers (where the value for the mean is higher). This was followed by the 
reported significant difference of the compared paternalistic scales with (t=9.367, p<.05) towards 
employees (where the value for the mean is higher). Additionally, the compared efficacy scales 
were reported significant difference with (t=3.06, p<, 05) towards managers (where the value for 
the mean is higher). On the other hand, the compared empowering scales, were reported the 
lowest significant difference with (t=2.178, p<.05) towards managers (where the value for the 
mean is higher). 
4.4.3 Identification of the balance between employees’ and managers’ perspectives on leadership 
behaviour and employee outcomes    
In order to identify the balance between self-other rating, the perspective balance diagram was 
produced to illustrate the agreement level and differences between managers’ and employees’ 
perspectives (see the diagram 4.11 below). The two type of analysis, stated above have, been 
applied to generate the perspective balance results. Ranking analysis results (agreement level) 
and t-test results (differences) have been combined together in the perspective balance diagram.  
This research assumes that, to generate supportive results from these analyses, for the mediation 
findings, high agreement level between managers’ and employees’ perspectives and less 
differences between the self-other ratings of the whole compared scales from managers and 









Table 4.11: The balance between employees’ and managers’ perspectives on leadership 





























433 3.63 Agree 
Agree 
3.6310 
Employees 9.367 0.000 
 
M 




433 3.67 Agree 
Agree 
3.6696 















Managers 3.068 0.002 
 
M 


































                Towards employees  
Agreement level    3.63                              3.66                                      4.02                                         2.68 
                            Agree                           Agree                                      Agree                                         Neutral 
                   2.65                              3.83                                      4.18                                         4.15     





Figure 4.2: Diagram showing balance of employees’ and managers’ perspectives 
From the above table and diagram, there was a strong level of consistency agreement among 
employees and managers in their general attitudes about paternalistic and empowering 
behaviour, employees’ efficacy, and employees’ resistance to occupational change. The ranking 
analysis reflected their general attitudes about each scales.  On the other hand, the t-test had the 
ability to detect the differences. Although, the differences were small with the empowerment and 
employee efficacy scales, they regarded as significant differences. Therefore, it can be concluded 
that the agreement level that was resulted from ranking analysis of Likert-type scale was 
supportive and reflected the agreed general attitudes of employees and managers about the 
specified variables. However, t-test result did not provide supportive conclusion. 
4.5 Multiple Mediation Analysis: Hypothesis Testing 
The mediation findings have been obtained from 433 respondents from the sample of employee 
via a survey questionnaire. Testing the mediation relationships were set at the individual level of 
analysis and the data was obtained from the sample of employees due to the limitation of the 
current research (see chapter six section 6.4). The research design was carefully thought out to 


















mediation hypotheses have been set based on each proposed outcome.  The multiple mediation 
analysis that was used in this study has the ability to detect full and specific mediation effect. In 
the absence of full mediation effect, therefore, specific mediation effects have been reported 
between the criteria and outcomes variables. List of abbreviations is provided in appendix H    
-Mediation findings presentation approach 
In this research the mediation analysis process and findings are described and explained in three 
steps: 
1- Proposed mediation path analysis diagrams   
2- The result of the multiple mediation SPSS script are illustrated in tables according to:  
- The product of coefficient results in the X-Ms and Ms-Y linkages   
The product of the coefficient tables illustrate the results for the total (C= X on Y) and 
the direct (C`= X on Y controlling for M) effects (see appendix I).  These results show 
the indirect effect to be complete or partial.   
- The product of coefficient and bootstrap resampling results based on 95% Bias Corrected 
and Accelerated Confidence Intervals BCa of CI 
According to the product of coefficient strategy, the differences between the total and 
direct effects (C-C`) is the mediation or indirect effect through the proposed mediators. 
The table of the product of coefficient shows the point estimate and the asymptotic 
critical ratio (p<.05 and Z> (±) 1.96). This can be described in the following equation: 
                       a1b1+ a2b2 + .........+ anbn=C – C`= indirect or mediation effect 
In addition, the bootstrap strategy shows when zero is included (no sign of mediation) or 
not included in the interval limits (sign of mediation). 
 
3- Conclude the obtained results from the mediation analysis in decision tree based on 
combined results from coefficient size and bootstrap strategy to identify  
- Full or specific mediation  
- Complete or partial indirect effect  
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The multiple mediation diagrams, tables, and decision trees of each multiple mediation result 
according to the outcomes for each path are followed.  
4.5.1 Measurement model of the multiple mediation role of LMX quality (path A):  
This section illustrates the results of the multiple mediation role of LMX Quality between 
leaders’ paternalistic and empowering behaviour and employees’ proactive behaviour and 
willingness to accept occupational change. These mediation  relationships were hypothesised and 
developed in the research model path A.  The path A diagram below shows these mediation 









Figure 4.3 Research model path A shows the mediation role of LMXQ  
The above model illustrates integrated view of all the hypothesised mediation relationships in 
path A. the hypotheses behind the above diagram are:  
- Hypothesis H1: 
LMX quality plays a full mediator role in the positive relationships between leaders’ 
paternalistic, empowering behaviour and employees’ personal initiative  
- Hypothesis H2: 
LMX quality plays a full mediator role in the positive relationships between leaders’ 
paternalistic, empowering behaviour and employees’ occupational self-efficacy  
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-  Hypothesis H3: 
LMX quality plays a full mediator role in the positive relationships between leaders’ 
paternalistic, empowering behaviour and employees’ preparedness for occupational 
change  
- Hypothesis H4: 
LMX quality plays a full mediator role the positive relationships between leaders’ 
paternalistic, empowering behaviour and employees’ employability orientation  
- Hypothesis H5: 
LMX quality plays a full mediator role in the negative relationships between leaders’ 
paternalistic, empowering behaviour and employees’ resistance to occupational 
change 
In path A, 10 mediation relationships (starts from 1 to 10) have been tested separately according 
to each proposed outcome. In path A1 the proposed outcome is employees’ proactive behaviour 
(mediation relationship starts from 1 to 4). In path A2 the proposed outcome is employees’ 
willingness to accept occupational change (mediation relationships starts from 5 to 10). The 

















-Findings of the Multiple Mediation Analysis for path A1 
1. Multiple mediation results for the P-LMXQ-PI mediation relationship  
 
Figure 4.4: The multiple mediation diagram for the P(X)-LMXDs-(M)-PI(Y) mediation 
relationship 







Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
.1454 .0681 2.1358 .0327 -.0066 .2927 













.0243 7.7056 .0000 .1378 .2464 
LMX4(Professional 
respect) a4b4 
.0306 .0592 .5172 .6050 -.1003 .1537 
From the above table the product of coefficient result of the P-LMXQ-PI mediation relationship, 
is different from zero with a point estimate of .1454 and asymptotic critical ratio Z=2.1358, 
































Y C Total effect  
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paternalistic and personal initiative as the direct effect of paternalistic on personal initiative (C`= 
The direct effect of X on Y controlling for M) is insignificant, p=.22, p>.05 ( see table 1 
appendix I). In contrast, the above table shows that, the 95% confidence intervals CIs based on 
BCa ( Bias corrected and accelerated; 5000 bootstrap samples) for the effect estimate; .1454  
reports no evidence for full mediation effect of LMX quality  as the zero is included in the 
interval (-.0066-.2927). The bootstrap result differs from the product of coefficient result 
regarding the conclusions of LMX quality as a full mediator between P and PI.  Therefore, LMX 
Contribution is the only significant mediator between P and PI, with an effect estimate of .1874, 
p<.05, and a 95% BCa bootstrap CI of .1378 to .2464 as zero is not included in the interval 
limits. Therefore, the interpretation of this result is that, taking LMX as a set, Affect, Loyalty, 
Contribution, Professional Respects does not fully mediate the effect of P on PI.  This will lead 
to accept the null hypothesis that there is no full mediation effect of LMX quality between 
leaders’ paternalistic behaviour and followers’ personal initiative. This conclusion is summarised 
in the decision tree below:  
 
Figure 4.5: Decision tree for the full mediation role of LMXQ between P and PI 
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2. Multiple mediation results for the E-LMXQ-PI mediation relationship  
 
 
Figure 4.6: The multiple mediation diagram for the E (X)-LMXDs (M)-PI(Y) mediation 
relationship 







Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower 
Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
.1492 .0474 2.2416 .0214 .0011 .2179 
 
From the above table the product of coefficient result of the E-LMXQ-PI mediation relationship, 
is different from zero with a point estimate of .1492 and asymptotic critical ratio Z=2.2416, 
p<.05. Therefore, there is an evidence of partial mediation effect of LMX quality between 
empowerment and personal initiative as the direct effect of empowerment on personal initiative 
(C`= The direct effect of X on Y controlling for M)  is significant, p=.01, p<.05 (see table 2 
appendix I). It can be noticed from the above table that, the 95% confidence intervals CIs limits 
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(.0011 to .2179) for the effect estimate; .1492 based on BCa (Bias corrected and accelerated; 
5000 bootstrap samples) does not include zero. Therefore, full mediation effect of LMX quality 
is reported. This result is in agreement with the product-of- coefficients result of the existence of 
LMX quality as a full mediator.  The interpretation of this result is that, taking LMX as a set, 
Affect, Loyalty, Contribution, and Professional Respect do mediate the effect of empowering 
leader’s behaviour on followers’ personal initiative. The directions of a and b paths are 
consistent with the interpretation that greater leader’s empowering behaviour leads to greater 
leader-follower relationship quality, which in turn leads to greater follower’s personal initiative. 
This will lead to reject the null hypothesis and accept the alternative one that there is a full and 
partial mediation effect of LMX quality between leaders’ empowering behaviour and followers’ 
personal initiative. This conclusion is summarised in the decision tree below: 
 
Figure 4.7: Decision tree for the full mediation role of LMXQ between E and PI 
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3. Multiple mediation results for the P-LMXQ-OSEF mediation relationship 
 
Figure 4.8: The multiple mediation diagram for the P (X)-LMXDs (M)-OSEF (Y) mediation 
relationship 
Table 4.14: The product of coefficient and bootstrapping results for the P-LMXDs-OSEF 






Product of Coefficient 
Bootstrapping 
BCa 95% CI 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
.1499 .0661 2.2649 .0235 .0222 .2911 
 
From the above table the product of coefficient result of the P-LMXQ-OSEF mediation 
relationship, is different from zero with a point estimate of .1499 and with asymptotic critical 
ratio Z=2.2659, p<.05. Therefore, there is an evidence of complete mediation effect of LMX 
quality between paternalistic and occupational self-efficacy as the direct effect of paternalistic on 
occupational self-efficacy (C`= The direct effect of X on Y controlling for M) is insignificant, 
p=.51, p>.05 (see table 3 appendix I). 
It can be noticed from the above table that, the 95% confidence intervals CIs limits (.0222 to 
.2911) for the effect estimate; .1499 based on BCa (Bias corrected and accelerated; 5000 
bootstrap samples) does not include zero. Therefore, full mediation effect of LMX quality is 
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reported. This result is in agreement with the product-of- coefficients result of the existence of 
LMX quality as a full mediator. The interpretation of this result is that, taking LMX as a set, 
Affect, Loyalty, Contribution, and Professional Respect do mediate the effect of paternalistic 
leader’s behaviour on followers’ occupational self-efficacy. The directions of a and b paths are 
consistent with the interpretation that greater leader’s paternalistic behaviour leads to greater 
leader-follower relationship quality, which in turn leads to greater follower’s occupational self-
efficacy.  This will lead to reject the null hypothesis and accept the alternative one that there is a 
full mediation effect of LMX quality between leaders’ paternalistic behaviour and followers’ 
occupational self-efficacy. This conclusion is summarised in the decision tree below:   
 





4. Multiple mediation results for the E-LMXQ-OSEF mediation relationship 
 
Figure 4.10: The multiple mediation diagram for the E (X)-LMXDs (M)-OSEF (Y) mediation 
relationship 






Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
.1008 .0456 2.2120 .0270 -.0209 .2525 













.0194 6.4581 .0000 .0887 .1740 
LMX4(Professional 
respect) a4b4 
-.0127 .0355 -.3573 .7209 -.0839 .0716 
From the above table the product of coefficient result of the E-LMXQ-OSEF mediation 
relationship, is different from zero with a point estimate of .1008 and with asymptotic critical 
ratio Z=2.2120, p<.05. Therefore, there is an evidence of Partial mediation effect of LMX quality 
between empowerment and occupational self-efficacy as the direct effect of empowerment on 
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occupational self-efficacy (C`= The direct effect of X on Y controlling for M) is significant, 
p=.04, p<.05 (see table 4 appendix I). In contrast, the above table shows that, the 95% 
confidence intervals CIs based on BCa ( Bias corrected and accelerated; 5000 bootstrap samples) 
for the effect estimate; .1008  reports no evidence for full mediation effect of LMX as the zero is 
included in the interval (-.0209-.2525). The bootstrap result differs from the product of 
coefficient result regarding the conclusions of LMX quality as a full mediator between E and 
OSEF.  Therefore, LMX Contribution is the only significant mediator between E and OSEF, 
with an effect estimate of .1251, p<.05, and a 95% BCa bootstrap CI of .0887to .1740 as zero is 
not included in the interval limits. Therefore, the interpretation of this result is that, taking LMX 
as a set, Affect, Loyalty, Contribution, Professional respects does not fully mediate the effect of 
E on OSEF.  This will lead to accept the null hypothesis that there is no full mediation effect of 
LMX quality between leaders’ empowering behaviour and followers’ occupational self-efficacy. 
This conclusion is summarised in the decision tree below:  
 
 
Figure 4.11: Decision tree for the full mediation role of LMXQ between E and OSEF  
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-Findings of the Multiple Mediation Analysis for path A2 
5. Multiple mediation results for the P-LMXQ-POC mediation relationship  
 
 
Figure 4.12: The multiple mediation diagram for the P (X)-LMXDs (M)-POC(Y) mediation 
relationship 





Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
.0560 .0617 .9071 .3643 -.0643 .1741 













.0202 6.9350 .0000 .0997 .1964 
LMX4(Professional 
respect) a4b4 
-.0163 .0543 -.2997 .7644 -.1231 .0861 
 
From the above table the product of coefficient result of the P-LMXQ-POC mediation 
relationship, is not different from zero, p>.05 (Z< 1.96), which concludes that there is no 
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evidence of complete or partial mediation effect of LMX quality between P and POC.  The 
above table shows that, the 95% confidence intervals CIs based on BCa ( Bias corrected and 
accelerated; 5000 bootstrap samples) for the effect estimate; .0560  reports no evidence for full 
mediation effect of LMX as the zero is included in the interval (-.0643--.1741). The bootstrap 
result does not differ from the product of coefficient result regarding the conclusions of LMX 
quality as a full mediator between P and POC.  On the other hand, LMX Contribution has been 
reported as specific mediator based on the product of coefficient and bootstrap values. Therefore, 
LMX-Contribution is the only significant mediator between P and POC, with an effect estimate 
of .1398, p<.05, and a 95% BCa bootstrap CI of .0997 to .1964 as zero is not included in the 
interval limits. Therefore, the interpretation of this result is that, taking LMX as a set, Affect, 
Loyalty, Contribution, Professional Respects does not fully mediate the effect of P on POC.  This 
will lead to accept the null hypothesis that there is no full mediation effect of LMX quality 
between leaders’ paternalistic behaviour and followers’ preparedness for occupational change. 
This conclusion is summarised in the decision tree below:  
 
Figure 4.13: Decision tree of the full mediation role of LMXQ between P and POC 
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6. Multiple mediation results for the E-LMXQ-POC mediation relationship 
 
Figure 4.14: The multiple mediation diagram for the E (X)-LMXDs (M)-POC(Y) mediation 
relationship 
Table 4.17: The product of coefficient and bootstrapping results for the E-LMXDs-POC 




Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
 
.0135 .0423 .3182 .7503 
-.0881 .1159 
Specific mediation  
LMX1(affect)  a1b1 
.0816 
 









.0188 7.0242 .0000 .0933 .0635 
LMX4(Professional 
respect) a4b4 
-.0055 .0327 -.1680 .8666 -.0784 .0635 
 
From the above table the product of coefficient result of the E-LMXQ-POC mediation 
relationship, is not different from zero, p>.05 (Z<1.96), which concludes that there is no 
evidence of complete or partial mediation effect of LMX quality between E and POC.  The 
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above table shows that, the 95% confidence intervals CIs based on BCa ( Bias corrected and 
accelerated; 5000 bootstrap samples) for the effect estimate; .0135 reports no evidence for full 
mediation effect of LMX as the zero is included in the interval (-.0881-- .1159). The bootstrap 
result does not differ from the product of coefficient result regarding the conclusions of LMX 
quality as a full mediator between P and EO.  On the other hand, LMX Contribution and affect 
have been reported as specific mediators based on the product of coefficient and bootstrap 
values. Therefore, LMX affect & contribution are the only significant mediators between E and 
POC, with an effect estimate of 0816, p <.05 and with a 95% BCa bootstrap CI of .1507 to 
.0131, respectively and  .1318 , p<.05, and a 95% BCa bootstrap CI of .0933 to .0635 as zero is 
not included in the interval limits. Therefore, the interpretation of this result is that, taking LMX 
as a set, Affect, Loyalty, Contribution, Professional Respects does not fully mediate the effect of 
E on POC.  This will lead to accept the null hypothesis that there is no full mediation effect of 
LMX quality between leaders’ empowering leasers’ behaviour and followers’ preparedness for 
occupational change. This conclusion is summarised in the decision tree below:   
 
Figure 4.15: Decision tree for the full mediation role of LMXQ between E and POC 
176 
 
7. Multiple mediation results for the P-LMXQ-EO mediation relationship  
 
 
Figure 4.16: The multiple mediation diagram for the P (X)-LMXDs (M)-EO(Y) mediation 
relationship 






Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
-.0279 .0725 -.3845 .7006 -.1799 .1286 













.0225 6.3838 .0000 .0990 .2058 
LMX4(Professional 
respect) a4b4 
-.0521 .0641 -.8129 .4163 -.1751 .0676 
From the above table the product of coefficient result of the P-LMXQ-EO mediation 
relationship, is not different from zero, p>.05 (Z<1.96), which concludes that there is no 
evidence of complete or partial mediation effect of LMX quality between P and EO.  The above 
table shows that, the 95% confidence intervals CIs based on BCa ( Bias corrected and 
accelerated; 5000 bootstrap samples) for the effect estimate; -.0279 that is illustrated in the above 
177 
 
table reports no evidence for full mediation effect of LMX as the zero is included in the interval 
(-.1799--.1286). The bootstrap result does not differ from the product of coefficient result 
regarding the conclusions of LMX quality as a full mediator between P and EO.  On the other 
hand, LMX; Contribution and Loyalty have been reported as specific mediators based on the 
product of coefficient and bootstrap values. Therefore, LMX Contribution is a specific 
significant mediator between P and EO, with an effect estimate of .1436, p<.05, and a 95% BCa 
bootstrap CI of .0990 to. 2058 as zero is not included in the interval limits. As well as, loyalty is 
a specific mediator between P and EO, with an effect estimate of .1017 and a 95% BCa bootstrap 
CI of .1801 to .0253 as zero is not included in the interval limits. Therefore, the interpretation of 
this result is that, taking LMX as a set, Affect, Loyalty, Contribution, Professional Respects does 
not fully mediate the effect of P on EO.  This will lead to accept the null hypothesis that there is 
no full mediation effect of LMX quality between leaders’ paternalistic behaviour and followers’ 
employability orientation. This conclusion is summarised in the decision tree below:   
 








Figure 4.18: The multiple mediation diagram for the E (X)-LMXDs (M)-EO(Y) mediation 
relationship 




 Indirect Effect 
Mediators 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
 
.1059 .0508 2.0856 .0370 -.0201 .2316 












.0216 6.4806 .0000 .0972 .1986 
LMX4(Professional 
respect)  
.0500 .0395 1.2646 .2060 -.0327 .1374 
From the above table the product of coefficient result of the E-LMXQ-EO mediation 
relationship, is different from zero, p<.05, with a point estimate of .1059 and with asymptotic 
critical ratio Z=2.0856, which concludes that there is an evidence of complete mediation effect of 
LMX quality between empowerment and employability orientation because the direct effect of E 
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on EO controlling of LMX is insignificant, p>.05 (see table 8 appendix I). In contrast, the above 
table shows that,  the 95% confidence intervals CIs based on BCa ( Bias corrected and 
accelerated; 5000 bootstrap samples) for the effect estimate; .1059 reports no evidence for full 
mediation effect of LMX as the zero is included in the interval (-.0201--.2316). The bootstrap 
result differs from the product of coefficient result regarding the conclusions of LMX quality as 
a full mediator between E and EO.  On the other hand, LMX Contribution and Loyalty have been 
reported as specific mediators based on the product of coefficient and bootstrap values. 
Therefore, LMX Contribution & Loyalty are the only significant mediators between E and EO, 
with an effect estimate of .1399, p<.05, and a 95% BCa bootstrap CI of .0972 to. 1986 as zero is 
not included in the interval limits. As well, Loyalty is a specific mediator with an effect estimate 
of .0924, p<.05, and a 95% BCa bootstrap CI of.1711 to .0162, as the zero is not included in the 
interval limits. Therefore, the interpretation of this result is that, taking LMX as a set, Affect, 
Loyalty, Contribution, Professional Respects does not fully mediate the effect of E on EO.  This 
will lead to accept the null hypothesis that there is no full mediation effect of LMX quality 
between leaders’ empowering leasers’ behaviour and followers’ employability orientation. This 
conclusion is summarised in the decision tree below:   
 
Figure 4.19: Decision tree for the full mediation role of LMXQ between E and EO  
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9. Multiple mediation results for the P-LMXQ-ROC mediation relationship  
 
Figure 4.20: The multiple mediation diagram for the P (X)-LMXDs (M)-ROC(Y) mediation 
relationship 
Table 4.20: The product of coefficient and bootstrapping results for the P-LMXDs-ROC 




Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2+ a3b3+ a4b4 
.1973 .1081 1.8258 .0679 -.0036 .4121 













.0275 -1.9612 .0499 -.1136 .0065 
LMX4(Professional 
respect) a4b4 
.1042 .0971 1.0735 .2831 -.0730 .2975 
 
From the above table the product of coefficient result of the P-LMXQ-ROC mediation 
relationship, is not different from zero, p>.05 (Z<1.96), which concludes that there is no 
evidence of complete or partial mediation effect of LMX quality between P and ROC. The above 
table shows that, the 95% confidence intervals CIs based on BCa ( Bias corrected and 
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accelerated; 5000 bootstrap samples) for the effect estimate; .1973 reports no evidence for full 
mediation effect of LMX as the zero is included in the interval (-.0036- .4121). The bootstrap 
result does not differ from the product of coefficient result regarding the conclusions of LMX 
quality as a full mediator between P and ROC.  Additionally, there is no evidence for any 
specific indirect effect through LMX dimensions Therefore, the interpretation of this result is 
that, taking LMX as a set, Affect, Loyalty, Contribution, Professional Respects does not fully 
mediate the effect of paternalistic leader’s behaviour on followers’ resistance to occupational 
change.  This will lead to accept the null hypothesis that there is no full mediation effect of 
Leader-member exchange between leaders’ Paternalistic behaviour and followers’ resistance to 
occupational change.  This conclusion is summarised in the decision tree below:    
 








Figure 4.22: The multiple mediation diagram for the E (X)-LMXDs (M)- ROC(Y) mediation 
relationship 





Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation Indirect Effect 
a1b1+ a2b2+ a3b3+ a4b4 
C-C` 
-.2078 .0737 -2.8205 .0048 -.0494 -.3489 
 
From the above table the product of coefficient result of the E-LMXQ-ROC mediation 
relationship, is different from zero, p<.05, with a point estimate of -.2078 and with asymptotic 
critical ratio Z=2.8205, which concludes that there is an evidence of partial mediation effect of 
LMX quality between empowerment and resistance to occupational change because the direct 
effect of E on ROC controlling of LMX is significant, p<.05 (see table 10 appendix I). It can be 
noticed from the above table that, the 95% confidence intervals CIs limits -.0494 to -.3489) for 
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the effect estimate; -.2078 based on BCa (Bias corrected and accelerated; 5000 bootstrap 
samples) does not include zero. Therefore, full mediation effect of LMX quality is reported. This 
result is in agreement with the product-of- coefficients result of the existence of LMX quality as 
a full mediator.  The interpretation of this result is that, taking LMX as a set, Affect, Loyalty, 
Contribution, and Professional Respect mediate the effect of E on ROC. This will lead to reject 
the null hypothesis and accept the alternative one that there is a full mediation effect of LMX 
quality between leaders’ empowering behaviour and followers’ resistance to occupational 
change. This conclusion is summarised in the decision tree below:   
 









4.5.2 Measurement model for the multiple mediation role of proactive behaviour (path B):  
This section illustrates the results of the multiple mediation role of proactive behaviour aspects 
(personal initiative and occupational self-efficacy) between LMX dimensions, Affect, Loyalty, 
Contribution ,and Professional Respect and  employees’ willingness to accept occupational 
change aspects ( preparedness for occupational change, employability orientation, and resistance 
to occupational change). These mediation relationships were hypothesised and developed in the 










Figure 4.24:  Research model path B shows the mediation role of proactive behaviour 
 
The above model illustrates integrated view of all the hypothesised mediation relationships in 
path B. In this path 12 mediation relationships (starts from 11 to 22) have been tested separately 
according to each proposed outcome. The hypotheses behind the above diagram are:  
- Hypothesis H6: 
The independent influences of LMX dimensions on enhancing employees’ 




- Hypothesis B7: 
The independent influences of LMX dimensions on enhancing employees’ 
employability orientation are fully mediated by employees’ proactive behaviour  
- Hypothesis B8: 
The independent influences of LMX dimensions on reducing employees’ resistance to 
occupational change are fully mediated by employees’ proactive behaviour  
In path B, 12 mediation relationships (starts from11 to 22) have been tested separately according 






















-Findings of the Multiple Mediation Analysis for path B 
11. Multiple mediation results for the LMX (Affect)-PB (PI and OSEF)-POC mediation 
relationship   
 
Figure 4.25: The multiple mediation diagram for the LMX1 (X)-PB (M)-POC(Y) mediation 
relationship 




PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2 
C-C` 
.1299 .0202 6.4169 .0000 .0826 .1827 
 
From the above table the product of coefficient result of the LMX1-PB-POC mediation 
relationship, is different from zero with a point estimate of .1299 and with asymptotic critical 
ratio Z=6.4169, p<.05. Therefore, there is an evidence of complete mediation effect between 
LMX1 and POC  as the direct effect of LMX1 on POC when controlling for PI and OSEF is not 
significant, p=.97, p>.05 (see table 11 appendix I). It can be noticed from the above table that, 
the indirect effect of LMX1 on POC through PI and OSEF has been confirmed by the product of 
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coefficient approach, .1299, p< .05,  and the 5000 bootstrap resample based on 95% BCa of CI 
.0826 to .1827, in which the zero is not included in the interval limits . Therefore, the 
interpretation of these results is that, taking proactive behaviour as a set, personal initiative and 
occupational self-efficacy, do fully mediate the effect of LMX1(Affect) on followers’ 
preparedness for occupational change. The directions of a and b paths are consistent with the 
interpretation that greater affect between leaders and followers  in LMX process leads to greater 
follower’s personal initiative and occupational self-efficacy, which in turn leads to greater 
follower’s preparedness for  occupational change. This will lead to reject the null hypothesis and 
accept the alternative one that there is a full mediation effect of personal initiative and 
occupational self-efficacy between LMX1 (Affect) and followers’ preparedness for occupational 
change. This conclusion is summarised in the decision tree below:   
 




12. Multiple mediation results for the LMX2 (Loyalty)- PB (PI and OSEF)-POC mediation 
relationship  
 
Figure 4.27: The multiple mediation diagram for the LMX2 (X) -PB (M)-POC(Y) mediation 
relationship 





PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 













From the above table the product of coefficient result of the LMX2-PB-POC mediation 
relationship, is different from zero with a point estimate of .1023 and with asymptotic critical 
ratio Z=5.8408, p<.05. Therefore, there is an evidence of complete mediation effect between 
LMX2 and POC as the direct effect of LMX2 on POC when controlling for PI and OSEF is not 
significant, p=.35, p>.05 (see table 12 appendix I). It can be noticed from the above table that, 
the indirect effect of LMX2 on followers’ preparedness for occupational change through PI and 
OSEF has been confirmed by the product of coefficient approach, .1023, p< .05, and the 5000 
bootstrap resample based on 95% BCa of CI .0644 to .1440, in which the zero is not included in 
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the interval limits. Therefore, taking proactive behaviour as a set, personal initiative and 
occupational self-efficacy mediate the effect of LMX2 (Loyalty) on POC. This will lead to 
rejection of the null hypothesis and accept the alternative one that there is a full mediation effect 
of personal initiative and occupational self-efficacy between LMX2 (Loyalty) and POC. This 
indicated that the indirect relationship is consistent with the interpretation that greater loyalty 
between leaders and followers in LMX process leads to greater follower’s personal initiative and 
occupational self-efficacy, which in turn leads to greater follower’s preparedness for 
occupational change.  This conclusion is summarised in the decision tree below:    
 
Figure 4.28: Decision tree for the full mediation role of PB (PI and OSEF) between LMX2 




13. Multiple mediation results for the LMX3 (Contribution)- PB (PI and OSEF)-POC mediation 
relationship  
 
Figure 4.29: The multiple mediation diagram for the LMX3 (X) -PB (M)-POC(Y) mediation 
relationship 





PI & OSEF 
Indirect Effect 
 Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2 
.2315 .0233 9.9197 .0000 .1817 .2848 
From the above table the product of coefficient result of the LMX3-PB-POC mediation 
relationship, is different from zero with a point estimate of .2315 and with asymptotic critical 
ratio Z=9.9197, p<.05. Therefore, there is an evidence of partial mediation effect between LMX3 
and POC as the direct effect of LMX3 on POC when controlling for PI and OSEF is significant, 
p=.00, p<.05 (see table 13 appendix I). It can be noticed from the above table that, the full 
indirect effect of LMX3 on followers’ preparedness for occupational change through PI and 
OSEF has been confirmed by the product of coefficient approach, .2315, p< .05, and the 5000 
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bootstrap resample based on 95% BCa of CI .1817 to .2848, in which the zero is not included in 
the interval limits. Therefore, taking proactive behaviour as a set, personal initiative and 
occupational self-efficacy, fully mediate the effect of LMX3 (contribution) on followers’ 
preparedness for occupational change. This will lead to reject the null hypothesis and accept the 
alternative one that there is a full mediation effect of personal initiative and occupational self-
efficacy between LMX3 and followers’ preparedness for occupational change. This indicated 
that the indirect relationship is consistent with the interpretation that greater work contribution 
from leaders and followers in the LMX process leads to greater follower’s personal initiative and 
occupational self-efficacy, which in turn leads to greater follower’s preparedness for 
occupational change. This conclusion is summarised in the decision tree below:    
 
Figure 4.30: Decision tree for the full mediation role of PB (PI and OSEF) between LMX3 
(Contribution) and POC 
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14. Multiple mediation results for the LMX4 (Professional-Respect)- PB (PI and OSEF)- POC 
mediation relationship  
 
Figure 4.31: The multiple mediation diagram for the LMX4 (X) -PB (M)-POC(Y) mediation 
relationship 





PI & OSEF 
Indirect Effect 
 Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
 Full mediation  
a1b1+ a2b2 
C-C` 
.1199 .0191 6.2745 .0000 .0811 .1663 
From the above table the product of coefficient result of the LMX4-PB-POC mediation 
relationship, is different from zero with a point estimate of .1199 and with asymptotic critical 
ratio Z=6.2745, p<.05. Therefore, there is an evidence of complete mediation effect between 
LMX4 and POC as the direct effect of LMX4 on POC when controlling for PI and OSEF is not 
significant, p=.31, p>.05 (see table 14 appendix I). It can be noticed from the above table that the 
full indirect effect of LMX4 (Professional Respect) on followers’ preparedness for occupational 
change through PI and OSEF has been confirmed by the product of coefficient approach,  and 
the 5000 bootstrap resample based on 95% BCa of CI, in which the zero is not included in the 
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interval limits. Therefore, taking proactive behaviour as a set, personal initiative and 
occupational self-efficacy, do fully mediate the effect of LMX4 (professional respect) on 
followers’ preparedness for occupational change. This will lead to reject the null hypothesis and 
accept the alternative one that there is a full mediation effect of personal initiative and 
occupational self-efficacy between LMX4 (Professional Respect)  and followers’ preparedness 
for occupational change. This indicated that the indirect relationship is consistent with the 
interpretation that professionally respected dyed (respect the qualifications and professions of the 
other member) in the LMX process leads to greater followers’ personal initiative and 
occupational self-efficacy, which in turn leads to greater followers’ preparedness for 
occupational change. This conclusion is summarised in the decision tree below:    
 
Figure 4.32: Decision tree for the full mediation role of PB (PI and OSEF) between LMX4 
(Professional respect) and POC 
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15. Multiple mediation results for the LMX1 (Affect)- PB (PI and OSEF)- EO mediation 
relationship  
 
Figure 4.33: The multiple mediation diagram for the LMX1 (X) –PB- (M)-EO(Y) mediation 
relationship 





PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2 
C-C` 
.1117 .0188 5.9378 .0000 .0712 .1607 
From the above table the product of coefficient result of the LMX1-PB-EO mediation 
relationship, is different from zero with a point estimate of .1117 and with asymptotic critical 
ratio Z=5.9378, p<.05. Therefore, there is an evidence of complete mediation effect between 
LMX1 and EO as the direct effect of LMX1 on EO when controlling for PI and OSEF is not 
significant, p=.31, p>.05 (see table 15 appendix I).  It can be noticed from the above table that, 
the indirect effect of LMX1 on followers’ employability orientation through PI and OSEF has 
been confirmed by the product of coefficient approach, .1117, p< .05,  and the 5000 bootstrap 
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resample based on 95% BCa of CI .0712 to .1607 , in which the zero is not included in the 
interval limits . Therefore, taking proactive behaviour as a set, personal initiative and 
occupational self-efficacy, mediate the effect of LMX1 (Affect) on followers’ employability 
orientation. This will lead to reject the null hypothesis and accept the alternative one that there is 
a full mediation effect of personal initiative and occupational self-efficacy between LMX1 
(Affect) employability orientation. This indicated that  the indirect relationship is consistent with 
the interpretation that greater  affect between leaders and followers in LMX process leads to 
greater followers’ personal initiative and occupational self-efficacy, which in turn leads to 
greater follower’s employability orientation .  This conclusion is summarised in the decision tree 
below:    
 





16. Multiple mediation results for the LMX2 (Loyalty)- PB (PI and OSEF)-EO mediation 
relationship  
 
Figure 4.35: The multiple mediation diagram for the LMX2 (X)-PB (M)-EO(Y) mediation 
relationship 




PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
 Full mediation  
a1b1+ a2b2 
C-C` 
.0913 .0167 5.4482 .0000 .0539 .1342 
 
From the above table the product of coefficient result of the LMX2-PB-EO mediation 
relationship, is different from zero with a point estimate of .0913 and with asymptotic critical 
ratio Z=5.4482, p<.05. Therefore, there is an evidence of complete mediation effect between 
LMX2 and EO as the direct effect of LMX2 on EO when controlling for PI and OSEF is not 
significant, p=.63, p>.05 (see table 16 appendix I). It can be noticed from the above table that, 
the full indirect effect of LMX2 on EO through PI and OSEF has been confirmed by the product 
of coefficient approach, .0913, p< .05,  and the 5000 bootstrap resample based on 95% BCa of 
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CI .0539 to .1342, in which the zero is not included in the interval limits . Therefore, taking 
proactive behaviour as a set, personal initiative and occupational self-efficacy, mediate the effect 
of LMX2 (Loyalty) on followers’ employability orientation.  This will lead to reject the null 
hypothesis and accept the alternative one that there is a full mediation effect of personal initiative 
and occupational self-efficacy between LMX2 (Loyalty) and followers’ employability 
orientation. This indicated that the indirect relationship is consistent with the interpretation that 
greater loyalty between leaders and followers in LMX process leads to greater followers’ 
personal initiative and occupational self-efficacy, which in turn leads to greater followers’ 
employability orientation. This conclusion is summarised in the decision tree below:    
 





17. Multiple mediation results for the LMX3 (Contribution)-PB (PI and OSEF)-EO mediation 
relationship  
 
Figure 4.37: The multiple mediation diagram for the LMX3 (X) -PB (M)-EO(Y) mediation 
relationship 




PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full Mediation Indirect Effect 
a1b1+ a2b2 
C-C` 
.1768 .0258 6.8652 .0000 .1203 .2376 
 
From the above table the product of coefficient result of the LMX3-PB-EO mediation 
relationship, is different from zero with a point estimate of .1768 and with asymptotic critical 
ratio Z=6.8652, p<.05. Therefore, there is an evidence of partial mediation effect between LMX3 
and EO as the direct effect of LMX3 on EO when controlling for PI and OSEF is significant, 
p=.00, p<.05 (see table 17 appendix I). It can be noticed from the above table that,  the full 
indirect effect of LMX3 on EO through PI and OSEF has been confirmed by the product of 
coefficient approach, 1768, p< .05,  and the 5000 bootstrap resample based on 95% BCa of CI , 
.1203 to .2376, in which the zero is not included in the interval limits. Therefore, taking 
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proactive behaviour as a set, personal initiative and occupational self-efficacy, do fully mediate 
the effect of LMX3 (Contribution) on followers’ employability orientation. This will lead to 
reject the null hypothesis and accept the alternative one that there is a full mediation effect of 
personal initiative and occupational self-efficacy between LMX3 and followers’ employability 
orientation. This indicated that the indirect relationship is consistent with the interpretation that 
greater work contribution from leaders and followers in the LMX process leads to greater 
followers’ personal initiative and occupational self-efficacy, which in turn leads to greater 
followers’ employability orientation. This conclusion is summarised in the decision tree below:  
 




18. Multiple mediation results for the LMX4 (Professional-Respect)-PB (PI and OSEF)-EO 
mediation relationship  
 
Figure 4.39: The multiple mediation diagram for the LMX4 (X) -PB (M)-EO(Y) mediation 
relationship 




PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 




.1021 .0179 5.6901 .0000 .0636 .1511 
 
From the above table the product of coefficient result of the LMX4-PB-EO mediation 
relationship, is different from zero with a point estimate of .1021 and with asymptotic critical 
ratio Z=5.6901, p<.05.  Therefore, there is an evidence of complete mediation effect between 
LMX4 and EO as the direct effect of LMX4 on EO when controlling for PI and OSEF is not 
significant, p=.24, p>.05 (see table 18 appendix I). It can be noticed from the above table , the 
full indirect effect of LMX4 on followers’ employability orientation through PI and OSEF has 
been confirmed by the product of coefficient approach, .1021, p< .05,  and the 5000 bootstrap 
resample based on 95% BCa of CI , .0636 to. .1511, in which the zero is not included in the 
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interval limits. Therefore, taking proactive behaviour as a set, personal initiative and 
occupational self-efficacy, do fully mediate the effect of LMX4 (Professional Respect) on 
followers’ employability orientation. This will lead to reject the null hypothesis and accept the 
alternative one that there is a full mediation effect of personal initiative and occupational self-
efficacy between LMX4 and EO. This indicated that the indirect relationship is consistent with 
the interpretation that professionally respected dyed (respect the qualifications and professions of 
the other member) in the LMX process leads to greater followers’ personal initiative and 
occupational self-efficacy, which in turn leads to greater followers’ employability orientation. 
This conclusion is summarised in the decision tree below:   
 




19. Multiple mediation results for the LMX1 (Affect)-PB (PI and OSEF)-ROC mediation 
relationship  
 
Figure 4.41: The multiple mediation diagram for the LMX1 (X) -PB (M)-ROC(Y) mediation 
relationship 




PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2 
C-C` 
-.0524 .0172 -3.0507 .0023 -.0956 -.0184 
 
From the above table the product of coefficient result of the LMX1-PB-ROC mediation 
relationship, is different from zero with a point estimate of -.0524 and with asymptotic critical 
ratio Z=-3.0507, p<.05.  Therefore, there is an evidence of partial mediation effect between 
LMX1 and ROC as the direct effect of LMX1 on ROC when controlling for PI and OSEF is 
significant, p=.00, p>.05 (see table 19 appendix I). It can be noticed from the above table that, 
the indirect effect of LMX1 on followers’ resistance to occupational change through PI and 
OSEF has been confirmed by the product of coefficient approach, .-.0524, p< .05,  and the 5000 
bootstrap resample based on 95% BCa of CI .-.0956  to. -.0184, in which the zero is not included 
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in the interval limits. Therefore, the interpretation of this result is that, taking proactive 
behaviour as a set, personal initiative and occupational self-efficacy, mediate the effect of 
LMX1(Affect) on followers’ resistance to occupational change. This will lead to rejection of the 
null hypothesis and accept the alternative one that there is a full mediation effect of personal 
initiative and occupational self-efficacy between LMX1 (Affect) and followers’ resistance to 
occupational change. This indicated that  the indirect relationship is consistent with the 
interpretation that greater  affect between leaders and followers in LMX process leads to greater 
followers’ personal initiative and occupational self-efficacy, which in turn reduces  followers’ 
resistance to occupational change. This conclusion is summarised in the decision tree below:    
 





20. Multiple mediation results for the LMX2 (Loyalty)-PB (PI and OSEF)-ROC mediation 
relationship  
 
Figure 4.43: The multiple mediation diagram for the LMX2 (X) -PB (M)-ROC(Y) mediation 
relationship 





PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2 
C-C` 
-.0389 .0136 -2.8489 .0044 -.0742 -.0140 
From the above table the product of coefficient result of the LMX2-PB-ROC mediation 
relationship, is different from zero with a with a point estimate of -.0389 and with asymptotic 
critical ratio Z=-2.8489, p<.05.  Therefore, there is an evidence of complete mediation effect 
between LMX2 and ROC as the direct effect of LMX2 on ROC when controlling for PI and 
OSEF is not significant, p=.18, p>.05 (see table 20 appendix I). It can be noticed from the above 
table that, the full indirect effect of LMX2 on followers’ resistance to occupational change 
through PI and OSEF has been confirmed by the product of coefficient approach,.-.0389, p< .05, 
and the 5000 bootstrap resample based on 95% BCa of CI -.0742 to.-.0140, in which the zero is 
not included in the interval limits. Therefore, taking proactive behaviour as a set, personal 
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initiative and occupational self-efficacy, do fully mediate the effect of LMX2 (Loyalty) on 
followers’ resistance to occupational change. This will lead to rejection of the null hypothesis 
and accept the alternative one that there is a full mediation effect of personal initiative and 
occupational self-efficacy between LMX2 (Loyalty) and followers’ resistance to occupational 
change. This indicated that the indirect relationship is consistent with the interpretation that 
greater loyalty between leaders and followers in LMX process leads to greater followers’ 
personal initiative and occupational self-efficacy, which in turn reduces followers’ resistance to 
occupational change. This conclusion is summarised in the decision tree below:    
 




21. Multiple mediation results for the LMX (Contribution)-PB (PI and OSEF)-ROC mediation 
relationship   
 
Figure 4.45: The multiple mediation diagram for the LMX3 (X)-PB (M)-ROC(Y) mediation 
relationship 




PI & OSEF 
Indirect Effect 
Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2 
C-C` 
-.0927 .0363 -2.5541 .0106 -.1721 -.0223 
 
From the above table the product of coefficient result of the LMX3-PB-ROC mediation 
relationship, is different from zero with a point estimate of -.0927 and with asymptotic critical 
ratio Z=-2.5541, p<.05.  Therefore, there is an evidence of complete mediation effect between 
LMX3 and ROC as the direct effect of LMX3 on ROC when controlling for PI and OSEF is not 
significant, p=.72, p>.05 (see table 21 appendix I). It can be noticed from the above table that, 
the full indirect effect of LMX3 on followers’ resistance to occupational change through PI and 
OSEF has been confirmed by the product of coefficient approach, -.0927, p< .05,  and the 5000 
bootstrap resample based on 95% BCa of CI .-.1721  to. -.0223, in which zero is not included in 
the interval limits. Therefore, taking proactive behaviour as a set, personal initiative and 
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occupational self-efficacy, do fully mediate the effect of LMX3 on followers’ resistance to 
change. This will lead to rejection of the null hypothesis and accept the alternative one that there 
is a full mediation effect of personal initiative and occupational self-efficacy between LMX3 and 
followers’ resistance to change. This indicated that the indirect relationship is consistent with the 
interpretation that greater work contribution from leaders and followers in the LMX process 
leads to greater followers’ personal initiative and occupational self-efficacy, which in turn 
reduces followers’ resistance to occupational change. This conclusion is summarised in the 
decision tree below:  
 




22. Multiple mediation results for the LMX4 (Professional-Respect)-PB (PI and OSEF)-ROC 
mediation relationship   
 
Figure 4.47: The multiple mediation diagram for the LMX4 (X) -PB (M)-ROC(Y) mediation 
relationship 




PI & OSEF 
Indirect Effect 
 Product of Coefficient 
Bootstrapping 
BCa 95% CI 
Effect 
Estimate 
SE Z P Lower Upper 
Full mediation  
a1b1+ a2b2 
C-C` 
-.0455 .0159 -2.8520 .0043 -.0841 -.0175 
 
From the above table the product of coefficient result of the LMX4-PB-ROC mediation 
relationship, is different from zero with a point estimate of -.0455 and with asymptotic critical 
ratio Z=-2.8520, p<.05.  Therefore, there is an evidence of complete mediation effect between 
LMX4 and ROC as the direct effect of LMX4 on ROC when controlling for PI and OSEF is not 
significant, p=.25, p>.05 (see table 22 appendix I). It can be noticed from the above table that, 
the full indirect effect of LMX4 on followers’ resistance to occupational change through PI and 
OSEF has been confirmed by the product of coefficient approach, -.0455, p< .05,  and the 5000 
bootstrap resample based on 95% BCa of CI .-.0841  to. -.0175, in which the zero is not included 
in the interval limits. Therefore, taking proactive behaviour as a set, personal initiative and 
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occupational self-efficacy, do fully mediate the effect of LMX4 on followers’ resistance to 
occupational change. This will lead to rejection of the null hypothesis and accept the alternative 
one that there is a full mediation effect of personal initiative and occupational self-efficacy 
between LMX4 and followers’ resistance to occupational change. This indicated that the indirect 
relationship is consistent with the interpretation that professionally respected dyed (respect the 
qualifications and professions of the other member) in the LMX process leads to greater 
followers’ personal initiative and occupational self-efficacy, which in turn reduces followers’ 
resistance to occupational change. This conclusion is summarised in the decision tree below.  
 





4.5.3 Goodness of fit test for the mediation relationships 
 






Model Summary for dependant variable(Y) model 
 
R-sq adj R-sq F df1 df2 p 
Path analysis A1 
1 P—LMXQ—PI 
 
.3060 .2979 37.6517 5.0000 427.0000 .0000 
2 E—LMXQ--PI 
 
.3129 .3049 38.8899 5.0000 427.0000 .0000 
3 P—LMXQ--OSEF 
 
.2146 .2054 23.3278 5.0000 427.0000 .0000 
4 E—LMXQ--OSEF 
 
.2215 .2124 24.2971 5.0000 427.0000 .0000 
Path analysis A2 
5 P—LMXQ--POC 
 
.2274 .2183 25.1295 5.0000 427.0000 .0000 
6 E—LMXQ--POC 
 
.2472 .2384 28.0462 5.0000 427.0000 .0000 
7 P—LMXQ---EO 
 
.1905 .1811 20.1037 5.0000 427.0000 .0000 
8 E—LMXQ--EO 
 
.1768 .1672 18.3455 5.0000 427.0000 .0000 
9 P—LMXQ—ROC 
 
.0199 .0085 1.7380 5.0000 427.0000 .1246 
10 E—LMXQ—ROC 
 
.0337 .0224 2.9757 5.0000 427.0000 .0118 
Path analysis B 
11 LMX1—PB--POC 
 
.4563 .4525 119.9975 3.0000 429.0000 .0000 
12 LMX2—PB--POC 
 
.4212 .4172 104.0646 3.0000 429.0000 .0000 
13 LMX3—PB—POC 
 
.4665 .4628 125.0509 3.0000 429.0000 .0000 
14 LMX4—PB--POC 
 
.4576 .4538 120.6285 3.0000 429.0000 .0000 
15 LMX1—PB--EO 
 
.2651 .2599 51.5716 3.0000 429.0000 .0000 
16 LMX2—PB—EO 
 
.2637 .2586 51.2186 3.0000 429.0000 .0000 
17 LMX3—PB--EO 
 
.2850 .2800 57.0032 3.0000 429.0000 .0000 
18 LMX4—PB—EO 
 
.2657 .2605 51.7393 3.0000 429.0000 .0000 
19 LMX1—PB--ROC 
 
.0283 .0215 4.1652 3.0000 429.0000 .0063 
20 LMX2—PB—ROC 
 
.0238 .0169 3.4799 3.0000 429.0000 .0160 
21 LMX3—PB—ROC 
 
.0201 .0132 2.9294 3.0000 429.0000 .0334 
22 LMX4—PB--ROC 
 





The research conducted goodness of fit test of the mediation relationships that was provided by  
 Preacher and Hayes (2008a) macro to assess the fit of the measurement model path A and B 
with the data provided.  It can be noted from the above table that the mainstream of the 
meditated effect between the independent variables and the dependent variables through the 
proposed mediators are significant, p<.05. These results of the mediated relationships have been 
well predicted by the multiple mediation tests except for the mediation relationship of LMX 
quality between paternalism and employees’ resistance to occupational change (the proposed 
mediation relationship number 9; P-LMXQ-ROC). 
 
4.5.4 Summary of the mediation findings and hypotheses testing  
 
The tables below illustrate a summary of the concluded findings of the total mediation effect 
estimate based on the product of coefficient and the bootstrapping (BCa 95% CI) 
calculations for path A and B of the research model.  If the results have not shown full 
(complete or partial) mediation effect, specific indirect effect may occur. If the results have 































Product of coefficient 
Bootstrapping 





Hypotheses SE Z P Lower Upper 
H1 
A1/1 P-LMXQ-PI .1454 .0681 2.1358 .0327 -.0066 .2927 
Specific indirect effect through 
LMX- Contribution 
Full mediation role 
of LMX quality has 
been partly 
supported A1/2 E-LMXQ-PI .1492 .0474 2.2416 .0214 .0011 .2179 Full  /partial mediation 
H2 
A1/3 P-LMXQ-OSEF .1499 .0661 2.2649 .0235 .0222 .2911 Full /complete mediation 
Full mediation role 
of LMX quality has 
been partly 
supported A1/4 E-LMXQ-OSEF .1008 .0546 2.2120 .0270 -.0209 .2525 
Specific indirect effect through 
LMX-Contribution 
H3 
A2/5 P-LMXQ-POC .0560 .0617 .9071 .3643 -.0643 .1741 
Specific indirect effect through 
LMX- Contribution Full mediation role 
of LMX quality has 
been rejected A2/6 E-LMXQ-POC .0135 .0423 .3182 .7503 -.0881 .1159 
Specific indirect effect through 
LMX-Affect and LMX- 
Contribution 
H4 
A2/7 P-LMXQ-EO .0279 .0725 .3845 .7006 -.1799 .1286 
Specific indirect effect through 
LMX-Loyalty and LMX-
Contribution 
Full mediation role 
of LMX quality has 
been rejected 
A2/8 E-LMXQ-EO .1059 .0508 2.0856 .0370 -.0201 .2316 
Specific indirect effect through 
LMX-Loyalty and LMX- 
Contribution 
H5 
A2/9 P-LMXQ-ROC .1973 .1081 1.8258 .0679 -.0036 .4121 
No signs of specific or full 
indirect effect 
Full mediation role 
of LMX quality has 
been partly 
supported 

















Product of coefficient 
Bootstrapping 




Hypotheses SE Z P Lower Upper 
H6 
B/11 LMX1-PI,OSEF-POC .1299 .0202 6.4169 .0000 .0826 .1827 Full /complete mediation Full mediation role 
of PB (PI & OSEF) 
has been fully 
supported 
B/12 LMX2-PI,OSEF-POC .1023 .0175 5.8408 .0000 .0644 .1440 Full /complete mediation 
B/13 LMX3-PI,OSEF-POC .2315 .0233 9.9197 .0000 .1817 .2848 Full /partial mediation 
B/14 LMX4-PI,OSEF-POC .1199 .0191 6.2745 .0000 .0811 .1663 Full /complete mediation 
H7 
B/15 LMX1-PI,OSEF-EO .1117 .0188 5.9378 .0000 .0712 .1607 Full /complete mediation Full mediation role 
of PB (PI & OSEF) 
has been fully 
supported 
B/16 LMX2-PI,OSEF-EO .0913 .0167 5.4482 .0000 .0539 .1342 Full /complete mediation 
B/17 LMX3-PI,OSEF-EO .1768 .0258 6.8652 .0000 .1203 .2376 Full /partial mediation 
B/18 LMX4-PI,OSEF-EO .1021 .0179 5.6901 .0000 .0636 .1511 Full /complete mediation 
H8 
B/19 LMX1-PI,OSEF-ROC -.0524 .0172 -3.0507 .0023 -.0956 -.0184 Full /partial mediation Full mediation role 
of PB (PI & OSEF) 
has been fully 
supported 
B/20 LMX2-PI,OSEF-ROC -.0389 .0136 -2.8489 .0044 -.0742 -.0140 Full /complete mediation 
B/19 LMX3-PI,OSEF-ROC -.0927 .0363 -2.5541 .0106 -.1721 -.0223 Full /complete mediation 




The above tables summarise the mediation results for path A and B. Path A contains 10 
mediation relationships. The mediator in these mediated relationships is the joint effect of LMX 
dimensions. Leaders’ behaviour predicted different employees’ outcomes through LMX quality 
(the joint effect of all LMX dimensions). The concluded results were based on the role of LMX 
quality as a full mediator only between paternalistic leaders’ behaviour and occupational self-
efficacy, and between empowering leaders’ behaviour and personal initiative and resistance to 
occupational change. Employees’ preparedness for occupational change and employability 
orientation has not been predicted by paternalistic and empowering leaders’ behaviour through 
LMX quality. Therefore, path A hypotheses were partly supported (see table 4.35).  
On the other hand, path B contains 12 mediation relationships. The mediator in these mediated 
relationships is the joint effect of personal initiative and occupational self-efficacy (two aspects 
of employees’ proactive behaviour). LMX dimensions predicted the same set of employee 
outcomes through the joint effect of personal initiative and occupational self-efficacy as a full 
mediator.  Therefore, path B hypotheses were fully supported (see table 4.36). 
4.6 Summary  
This chapter presented varieties of statistical techniques that have been performed prior 
hypotheses testing and for the purpose of hypotheses testing. Ranking analysis has been used 
with the employees’ questionnaire to investigate employees’ assessment of LMX quality. 
Moreover, correlation analysis was used to test the association between the variables. In addition, 
ranking analysis and t.test were used to investigate the balance between employees’ and 
managers’ perspectives on leadership behaviour, employees’ efficacy, and employees’ proactive 
behaviour. Furthermore, multiple mediation analysis was used to investigate the indirect 
relationships between the variables to assess the LMX quality and proactive behaviour as two 
proposed mediators in these relationships. The results of the mediation analysis revealed that 
some of the research hypotheses path A were partly supported; H1, H2, and H5. On the other 
hand, the research hypotheses of path B; H6, H7, and H8 were fully supported. The next chapter 





Chapter Five: Discussion 
5.1 Introduction 
The purpose of this study was to examine the role of leader–member exchange (LMX) quality as 
a predictor of employee outcomes and to offer suggestions for improving the exchange 
relationship. The findings support to some extent the research model and provide evidence for 
the effective role of LMX in a Saudi workplace context. First, the research shows that the level 
of perceived LMX quality among employees in the KAU workplace context was found to be 
high. Second, the results reveal some congruencies and differences between employees’ and 
managers’ perceptions of leadership behaviour, employees’ efficacy, and employees’ resistance 
to occupational change. Third, the role of LMX quality as a full mediator between leaders’ 
behaviour and employees’ proactive behaviour and willingness to accept occupational change 
have been partially supported. Fourth, proactive behaviour has played a remarkably full mediator 
role between the independent influences of LMX dimensions and employees’ willingness to 
accept occupational change. This chapter discussed the results of these findings with an 
integrated approach in the light of the literature review and identified the implications of these 
results to theory and practice.   
 
The structure of this chapter is as follows: first, the results of employees’ ratings of LMX quality 
are discussed; second, the results regarding the level of agreement between employees’ and 
managers’ perspectives on leaders’ behaviour, employees’ efficacy, and employees’ resistance to 
occupational change are discussed; third, the mediation findings for the research model paths A 
and B are considered. 
5.2 Employees’ Perspectives on LMX Quality 
As the majority of LMX research is conducted at the individual level (Schriesheim, Castro, 
Zhou, & Yammarino, 2001), this research was conducted by asking individuals to give their 
perceptions regarding the relationship between them and their managers. The overall results 
indicate that LMX quality is high among KAU employees and their managers. The current 
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research has arrived at this result by conducting two forms of statistical analysis, factor analysis 
and ranking analysis using a Likert-type scale.  
Factor analysis confirmed that LMX quality is a multidimensional construct in the KAU 
workplace context, based on four dimensions, affect, loyalty, contribution, and professional 
respect. This agreed with other reported studies (e.g. Liden & Maslyn, 1998; Maslyn & Uhl-
Bien, 2001; Bhal et al., 2009; Schyns et al., 2005; Lee, 2005; Wang et al., 2005; Schyns & 
Wolfram, 2008; Greguras & Ford, 2006; Lee & Wei, 2008). 
Second, the results from the ranking analysis using a Likert-type scale indicate that the LMX 
concept is relevant to the employees in KAU (mean=3.88). The response options of the scale 
ranged between 1 (strongly disagree) and 5 (strongly agree).  The reported weighted mean value 
is classified in the “agree” category which reflects a positive response in the agreement level 
table (see table 4.1). Thus, this study considered overall LMX to be high among the surveyed 
employees and their managers. In order to validate the reported LMX score as high, the 
following compares the current mean score of LMX quality with previous reported scores in 
Pellegrini and Scandura’s (2006) study.  Their study and the present study are both located in 
Middle Eastern contexts which share similar cultural aspects and religious beliefs. Pellegrini and 
Scandura (2006) investigated LMX quality in five different companies in Turkey. All the survey 
items had a seven-point response format, with higher scores representing higher exchange 
quality, and the mean was 5.27.  
 
The response rate format (1-7) for the Likert type scale in Pellegrini and Scandura (2006) can be 
equivalenced to the response rate format in the current study (1-5). A very recent statistical study 
by Dawes (2008) found that the five- and seven-point scales produced the same mean score as 
each other once they were re-scaled (see appendix G). This indicated that the LMX mean score 
in the current study is equivalent to the mean score for LMX in Pellegrini and Scandura’s (2006) 
study, as both values reflect the “agree” category.  As a result, LMX can be considered to be 
high in the two studies. This may be explained by Turkey and Saudi Arabia both being Middle 
East countries which can be presumed to have a homogenous culture because of the shared 
Islamic and collectivistic values of these countries.  The basic underlining assumptions are based 
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on the Muslim belief that the Islamic community is a brotherhood (Pellegrini & Scandura, 2006). 
Therefore, strong interpersonal relationships are the norm in both societies. 
   
Saudi Arabia is a collectivist society that values interpersonal and social relationships (Al-
Gahtani, Hubona, & Wang, 2007), and the current results are in agreement with other results 
which were reported in collectivistic societies outside the Middle Eastern region. For example, 
LMX quality has also been found to be high in India (Pellegrini et al., 2010), China (Chan and 
Mak, 2011, Li et al, 2010, Wang et al, 2005), and Malaysian context (Bakar, Dilbeck & 
McCrosky, 2010).  
 
Cultural factors cause people from these societies to think in terms of in-groups and out-groups 
(particularism) (Hofstede, 1984). Being an “in-group” member is of value in interpersonal 
relationships in the workplace that allows him or her to be close to their leader and receive 
favourable personal benefits (Graen, Wakabayashi, Graen, & Graen, 1990; Liden & Maslyn, 
1998). As Hofstede (2001) stated, individuals in collectivistic societies are integrated into strong, 
organised in-groups that protect them in exchange for loyalty (Hofstede, 2001). In-group 
collectivism values the extent to which individuals express pride in, loyalty to and cohesiveness 
with their particular group (Waldman, Luque, Washburn, & House, 2006). Consequently, the 
current research classifies the surveyed employees from KAU as “in-group” members. 
 
These examples of consistency with the previous related findings may be explained by both the 
Similarity–Attraction Paradigm and the general preference for homogeneity (Testa, 2009). This 
suggests that the national culture may influence the extent to which followers are willing to join 
in such an exchange.  
 
The question which may be raised here is “Why should similarities in national culture impact the 
relationship between leaders and followers?”  This may imply that national culture is important 
in the workplace because of the common beliefs, ideas and attitudes that develop among groups 
(Testa, 2009). In practice, this may simply be a manager who makes automatic assumptions 
about an employee because they come from the same country. Leaders may perceive more 
positive subordinate behaviours when the similarity is greater and will treat the employees 
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differently. This could result from automatic categorisation and the prototypical behaviours of a 
‘‘good’’ employee that the leader associates with subordinates who match their schema. Testa 
(2009) stated that employees evaluate their relationship with their managers more positively 
when the manager shares the same national culture as the employees. Thus, managers may then 
anticipate less conflict between them and their employees (Lo et al., 2010). Clearly, this is an 
area that calls for further investigation.  
 
It is proposed in this research that employees who have high quality relationships with their 
leader are able to reciprocate with favourable behaviour and attitudes to their leader in an 
organisational change context. This may allow them for instance to develop a less negative 
reaction to organisational change (Van Dam et al., 2008). Due to having a close working 
relationship, employees in high-quality LMX relationships will receive more information about 
the change, will have more opportunities to participate in it, and will develop more trust in 
management, compared with employees in low-quality LMX relationships.  In support, LMX 
research to date has found that leader–member relationship quality has to be high to yield 
positive results in employee outcomes (e.g., Gerstner & Day, 1997; Pellegrini & Scandura, 2006; 
Law et al., 2010).  
 
The results showed interesting findings in relation to length of service. The findings indicate that  
43.6% of employees who had job tenures of less than five years contributed to the sum of high 
LMX scores within the data set as a whole (high LMX in Saudi context; see table 4.1 in chapter 
four). This may suggest that low tenure employees rated their relationship with their immediate 
managers high because they value the interpersonal relationship and anticipate in maintaining a 
permanently high LMX quality in their relationship with their manager in the long run. This may 
occur as Saudi employees may think of joining the leader’s schema early in their career in order 
to provide themselves with the necessary resources and support to ensure their wellbeing and 
improved their chances of success in their career in a context where Saudi workers rely on family 
connections and friendship for getting things done within their organisations (Bierke & Al-Meer, 
1993; Osland et al., 2000; Al-Gahtani et al., 2007). Therefore, it is likely that new employees 
need to establish high quality relationships with their managers to enable them to get the support 




In contrast to these results, George and Hancer (2005) found that the LMX scores of employees 
who had long job tenures with an organisation in the US were significantly higher than the 
employees whose job tenure was between one and two years. This may be due to cultural 
differences. In an individualistic culture such as the US, employees may be less interested in 
being in an “in group” when they are recruited (at the beginning of their work life in 
organisations).  The quality of the exchange relationship between them and their managers may 
improve gradually as a result of the daily work contact. These differences may warrant further 
research in other collectivistic societies to investigate the link between job tenure and LMX 
quality.  
 
The role of LMX in the Saudi context illuminated its effectiveness within the network of LMX 
research. The research offers timely insights into the boundary conditions of LMX theory by 
examining its effectiveness in a collectivistic society.   First, high LMX quality in KAU 
demonstrates that cultural values of collectivism may be regarded as conditions of good social 
exchange to exist in the workplace. More specifically, high LMX quality in KAU demonstrates 
that Arab values in Gulf Cooperation Council (GCC) countries, such as the brotherhood concept, 
may be regarded as special setting that enable good LMX to be developed as reflecting in the 
high LMX scores rated by the KAU employees.  Second, the research extends cross-culture 
research using LMX by examining LMX in Saudi context. This may enable other researchers to 
compare these findings from the Saudi context to other findings. In this regard, the research 
urges future studies to compare LMX cross-culturally, in terms of content (the dimensions of the 
exchange) and the development process. The current result of high LMX score in KAU suggests 
a need for more nuanced approaches to understanding the influence of culture on LMX.  Future 
research could assess the reciprocity process (e.g., Uhl-Bien & Maslyn, 2003) across cultures to 
better understand the underlying mechanisms by which culture affects LMX. 
 
The LMX process is dyadic in nature and requires investigation of the viewpoints of the partners 
involved in the dyad. Since it has not been possible to investigate the managers’ rating of LMX, 
the current research has tried to find a balance between the self and other ratings (managers’ and 
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employees’ perspectives) of leaders’ behaviour, employees’ efficacy, and employees’ resistance 
to occupational change. This is discussed in the next section. 
5.3 Employees’ and Managers’ Perspectives on Leadership Behaviour, and Employee 
Outcomes  
This study has identified the perspectives of employees and their immediate managers to 
compare their view on these issues and has used the results to support the mediation findings for 
path A. As path A involves the influence of managers’ behaviour as an antecedent of LMX 
quality, investigating the managers’ perspective on their behaviour and on employees’ behaviour 
and attitude is essential. For this purpose, ranking analysis and a t-test were used to find the 
agreement level and the degree and direction of differences between employees and their 
immediate managers’ perspectives. One of the interesting results of this investigation is the level 
of agreement between employees and managers about these issues.  
The overall agreement level results show that managers and employees agree about leadership 
behaviour, employees’ efficacy, and employees’ resistance to occupational change. High degree 
of consensus is evident in employees’ and managers’ perceptions of leadership behaviour and 
employees’ behaviour and attitudes may serve as supportive elements that reflect the high 
agreement perception of self–other rating. Because of the limited number of studies that address 
self-other agreement on these issues, further investigation in future research in similar and 
different context is now required.   
 
One study by Harris et al. (2009) found a high level of consensus between employees’ and 
managers’ ratings of employees’ behavioural and attitudinal outcomes and the consensus 
between the two parties in the Saudi workplace context also reveals that there is general 
agreement in their views. This may be beneficial in the organisational context. In essence that, 
both parties have agreed, for example on paternalistic practice in the workplace, which may 
support paternalistic as an enhancer of LMX quality. This high agreement with self–other ratings 
corroborate the significant of antecedents and the consequences of LMX (see sections 5.6). 
Investigating managers’ perspectives about their behaviour can be done through conducting a 
series of interviews targeted the immediate managers of the participants. Semi-structured 
interview is vital to identify other hidden factors, or provide more explanation that allows 
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organisations to discover the underpinning variables that shape managers behaviour in the LMX 
process. Future research may consider this as a richer source of data when investigating 
leadership behaviour.  
The following section selects the most meaningful mediation findings of the current research 
regarding LMX roles in predicting the proposed employee outcomes in this research. First of all, 
the most significant mediation (indirect) relationships between X and Y through M are discussed. 
Since there are no studies that have examined similar mediation findings, the findings from 
related previous studies are discussed based on the causal relationships involved in the current 
proposed mediation relationships. The multiple mediation analysis that was used in this research 
generated 21 out of 22 significant mediation results that are ranged between full and specific 
mediation results (see chapter four, section 4.4). Since the present study is interested in 
investigating the multiple mediation effect of the proposed mediators (LMX quality and 
employees’ proactive behaviour), the current discussion is limited to the results of the full 






















Figure 5.1: Illustration of the significant full mediation role of LMX quality in the mediation 
relationships for path A 
The findings allow for an examination of the full multiple mediation effect of LMX quality (the 
integrated effect of LMX dimensions: affect, loyalty, contribution, and professional respect) for 
leaders’ paternalistic and empowering behaviour, and employees’ proactive behaviour and 
willingness to accept occupational change. These mediation relationships for path A were 
divided into path A1 and path A2 based on the outcomes (see diagram 5.1).  The above diagram 
shows the most interesting results for path A. The bold and dashed arrows illustrate these results.  
Summary of these results is illustrated in section 4.4.4, table 4.35.  
In this path, the dominant influence on employee outcomes is the contribution of leader’s 
paternalistic and empowering behaviour to the enhancement of LMX relationship quality (LMX 
quality-oriented leaders’ paternalistic and empowering behaviour).  
Both paternalistic and empowering leadership behaviours might be expected to be equally 
significant predictors of employees’ proactive behaviour and willingness to accept occupational 
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change through LMX quality.  Several empirical studies have demonstrated the direct positive 
impact of paternalistic leadership on a variety of follower outcomes such as job satisfaction, 
commitment, and performance (Cheng, Huang, & Chou, 2002; Liang et al., 2007; Aycan, 2006; 
Pellegrini et al., 2010; Pellegrini & Scandura, 2006).  Additionally, other studies have 
investigated the outcomes of empowering leadership (e.g. Lines, 2005; Frese et al., 1996; Conger 
& Kanungo, 1988; Den Hartog & De Hoogh, 2009). However, little attention has been given to 
employees’ behaviours and their attitudes in the context of organisational change. In this regard, 
the current research sheds light on the highly important interactive role of LMX quality in 
mediating the influence of leadership behaviours on employees’ behaviours and attitudes in the 
Saudi workplace as a rapidly changing organisational context.   
 
The research reveals differences in the extent to which leaders’ paternalistic and empowering 
behaviour predict employees’ proactive behaviour and willingness to accept occupational change 
through LMX quality in the KAU organisational context. These differences may occur because 
of the involvement of leaders’ behaviour in mediational relationships that are controlled by LMX 
dimensions as multiple mediators. Looking at the current findings on LMX roles as full, 
complete or partial mediators, the differences in the effectiveness of these roles in the Saudi 
organisational context are considered accordingly. 
 
The overall results in the hypothesised path A reveal that a full (all LMX dimensions acting as 
multiple mediators) and complete (the direct relationships between X and Y controlling for LMX 
in the mediation path being insignificant) mediational role of LMX quality was confirmed for 
leaders’ paternalistic behaviour and employees’ occupational self-efficacy. In addition, a full and 
partial (the direct relationship between X and Y controlling for LMX in the mediation path is 
significant) mediational role of LMX quality was found in the positive mediation relationship 
between leaders’ empowering behaviour and personal initiative and in the negative mediation 
relationship between leaders’ empowering behaviour and employees’ resistance to occupational 
change.  Either a full and complete or a partial mediation effect for LMX quality reflects a 
theoretical and a practical meaningful interpretation.  Surprisingly, there is no sign of a 
mediational effect of LMX quality in paternalism and employees’ resistance to occupational 




In regard to the employee outcomes of proactive behaviour and willingness to accept 
occupational change, paternalistic behaviour positively predicts employees’ occupational self-
efficacy but not employees’ personal initiative, or any aspects of employees’ willingness to 
accept occupational change, using LMX quality. 
 
The ability to use levels of paternalism to predict employees’ occupational self-efficacy has been 
accounted for by the full and complete multiple mediation effect of LMX quality. This means 
that the inclusion of LMX quality in the model has removed the direct influence of paternalism 
on occupational self-efficacy. This indirect influence explains the ability of paternalism 
treatment in enhancing LMX dimensions (the overall quality of LMX), and LMX quality in turn  
acts to build employees’ high self-efficacy in their occupations. Primarily, this is explained by 
LMX-Professional Respect being important in relation to employees’ efficacy beliefs. 
Professional Respect is more a function of personal reputation than of common social exchange 
episodes between employees and their managers (Sin, Nahrgang, & Morgeson, 2009). Managers 
who have qualifications and show professionalism in the exchange processes can serve as role 
models and can encourage their employees, reassuring them with their abilities, and teaching 
them to cope with the changes. This is called vicarious experience, and was introduced as a 
source of self-efficacy by Bandura (1977). In order to make the learning process successful the 
model must have certain attributes (Schyns, 2004). In this essence, LMX-Professional Respect 
can be a source for employees’ efficacy beliefs. The research suggests that LMX-Professional 
Respect combines well with paternalistic leaders as they have the necessary professionalism and 
qualifications (from the employees’ point of view) to lead the employees during times of change. 
In addition, this full mediation effect of LMX quality can be caused by the combined influences 
of the affect, loyalty, and contribution dimensions of LMX as these dimensions have the ability 
to harmonise the exchange between employees and their managers and reinforce the liking base 
of their relationships.  In essence that, employees may feel family-like environment, which are 
critical in workplace with continues organisational development (Pellegrini and Scandura, 2006).    
 
In the relevant literature, there are no studies on similar mediation relationships for LMX as a 
full mediator between paternalism and employees’ occupational self-efficacy.  However, there 
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are some patterns of similarities and of differences in previous results compared to the current 
results.  These patterns can be classified according to mediational investigation and direction of 
causality, research context, and types of employee outcomes.     
 
First, relating to the current mediational investigation and direction of casualty, Chan and Mak 
(2011) conducted a similar mediation investigation and found leader–member exchange (LMX) 
to be a mediator of the relationship between paternalistic leadership and employees’ work 
behaviour in a nonprofit organisation in China. Results indicate that the combined influence of 
paternalistic leadership and LMX are positively related to follower task performance and 
organisational citizenship behaviour. On the other hand, paternalism was found to be a complete 
mediator between LMX and job satisfaction in the Turkish business context in a study conducted 
by Pellegrini and Scandura (2006). The results from the two studies are in agreement with the 
current findings in light of the mediation investigation and cultural aspects. 
 
Moreover, a very recent study conducted in China by Chen et al. (2012) investigated self-esteem, 
a similar concept of self-efficacy in proactive behaviour literature (e.g. Judge et al., 1998; Judge 
et al., 1999) as a mediator between paternalistic leadership and task performance. This reflects 
the significant direct influence of the paternalistic leader on determining employee self-
evaluation. Comparing this to the current result, paternalism can be seen to have an indirect 
effect on employees’ self-efficacy. This indirect effect has been accounted for by LMX quality. 
Furthermore, Ansari et al. (2004) found that in Malaysia when paternalistic leadership is 
provided for employees who have high-quality exchange relationships with leaders and that it 
acts as positive reinforcement because paternalistic treatment is contingent on employees’ 
efficacy and task accomplishment. This indicates that, the “in-group” member will receive 
paternalistic treatment in LMX process that demonstrates support, caring, and encouraging.  
Therefore, the “in-group” member will demonstrate confidence in their performance.   
 
Both studies are in line with the current significant prediction of employees’ efficacy in the 
workplace. This implies that the successful execution of a behaviour leads to an increase in self-
efficacy in relation to it (Bandura 1977, 1982). This is called mastery experience (Bandura, 
1977). For example, an employee who has perceived that he/she is able to produce a certain type 
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of behaviour will most likely believe he/she can produce this type of behaviour again (Schyns, 
2004). Therefore, the result from the current context, and the Chinese and the Malaysian contexts 
provide evidence that the combined influence of paternalism and LMX quality may enhance 
employees’ efficacy.     
 
Investigations of the influence of paternalism on employees’ outcomes showed significant results 
in Western society. A recent empirical study by Pellegrini et al. (2010) found paternalistic 
treatment to significantly and positively influence employees’ organisational commitment in the 
North American context. In addition, Pellegrini et al. (2010) compared the attitudes of employees 
from several universities in the United States and India with respect to paternalistic leadership 
and its correlates. In both cultural contexts, paternalistic leadership was positively related to 
leader–member exchange and organisational commitment. Results suggest the effects of 
paternalistic leadership may be generalised across cultures. Ansari et al. (2004) suggested that 
the core of the issue is not the match between leadership style and geographic location. Rather 
the answer lies in the fit between the style of a leader and the characteristics of the employees 
and it may be that in the United States, subordinates with certain values, such as a high need for 
affiliation or high respect for authority, may desire paternalism and be more productive under 
paternalistic leadership. This suggests that paternalistic practices may positively influence 
employee outcomes regardless of the cultural context. This can be justified, as the empirical 
contexts of the current study and of Pellegrini et al.’s (2010) are academic institutions 
(universities). This context could be special setting which where paternalism may be considered 
an effective managerial style.   This suggests that paternalism may have merit in the Eastern and 
Western academic context. This issue may warrant further investigation.  
 
On the other hand, existing theory and empirical evidence on the influence mechanisms through 
which empowering leadership translates into desirable outcomes is relatively scarce and 
inconclusive in LMX context. Generally, there are few empirical investigations of the direct or 
indirect impact of empowering leadership on individual outcomes (e.g. Ahearne, Mathieu & 
Rapp, 2005; Raub & Robert, 2010). This study extends the empowerment literature by 
investigating this effective managerial behaviour in relations to LMX quality and employees’ 




Overall results indicated leaders’ empowering behaviour significantly and positively predicted 
employees’ personal initiative, and negatively predicted employees’ resistance to occupational 
change through LMX quality. However, the empowering behaviour of the leaders did not predict 
employees’ occupational self-efficacy and the other aspects of employees’ willingness to accept 
occupational change through LMX quality. The reported significant prediction of empowerment 
has been accounted for by the full and partial multiple mediation effect of LMX quality. This 
means that the inclusion of LMX quality in the model has not removed the direct influence of 
empowerment on personal initiative and employees’ resistance to occupational change.   
 
This direct influence of managerial empowerment indicates that the presence of an empowering 
leader allows employees’ personal initiative and low resistance to occupational change to be 
predicted even if they have poor quality relationships that are not based on the affect, loyalty, 
contribution, and respect aspects (low LMX). Besides, the same employee outcomes may be 
predicted if the interactions of empowering leaders with their employees are characterised by 
affect, loyalty, contribution, and respect aspects (high LMX). This relationship is either based on 
formal employment contract and classifies the employees as “out-group” members or is based on 
high LMX and classifies the employees as “in-group” members and then allows employees’ 
personal initiative to be predicted positively and their resistance to occupational change to be 
predicted negatively.  
 
Recent empirical research conducted in Middle Eastern and Asian countries emphasised that 
effective empowering leadership can have both a direct effect on behavioural outcomes as well 
as an indirect effect that is mediated by psychological empowerment (Raub & Robert, 2010). 
These findings indicate that the two conceptualisations of empowerment, leaders’ empowering 
behaviour and psychological empowerment may play both unique and coordinated roles as 
antecedents of important work behaviours. Similarly, Arnold et al. (2000) have found that 
empowering leadership may have a direct effect on employee outcomes in mediational 
relationships despite the influence of psychological empowerment as a mediator. In this respect, 
they suggested that effective leadership in empowered work contexts may involve behaviours 
that do not necessarily increase perceptions of empowerment.  Their results supported the current 
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results which show that leaders’ empowering behaviour may have a direct effect on employee 
personal initiative and resistance to occupational change regardless of the quality of the 
exchange between them and their employees.  In this regard, empowerment is an essential 
managerial practice that is needed in the Saudi organisational context in today’s turbulent 
environment.   
 
In accordance to the confirmed full mediation role of LMX quality between empowering 
leadership and employees’ resistance, Van Dam et al. (2008) conducted their study in a context 
in the Netherlands during a time when employees experienced several organisational changes 
(mergers). They found that employees who perceived a high quality LMX relationship had 
received more information and opportunities for participation, had more trust in management, 
and subsequently reported less resistance to the change.  
 
A very limited number of studies investigated the direct influence of leaders’ empowering 
behaviour outside a mediational context and showed support for the current findings. For 
instance, Lines (2005) found a direct negative relationship between participation and resistance 
to change. In addition, empowerment has been identified as an important determinant of 
proactive outcomes, including personal initiative (Frese et al., 1996).  
 
The mediation findings indicated that it was possible to predict at least one of the proposed 
employee outcomes of proactive behaviour from each leader’s behaviour; however, with the 
proposed aspect of employee outcomes of willingness to accept occupational change, the 
situation is different. In this context, paternalism is not a necessary tool to enhance any aspects of 
the proposed employees’ willingness to accept occupational change through LMX quality, 
whereas empowerment has been demonstrated to be an important feature of managerial 
behaviour which can reduce employees’ negative feelings and resistance to occupational change 
directly and indirectly through LMX quality. This research justifies these differences in the 
mediation findings as being due to the nature of the leaders’ behaviour itself and the 




In light of this, the findings revealed that paternalism can be considered to result in special 
treatment in the Saudi workplace, because paternalistic leaders act or behave towards employees 
in a sensitive and supportive way as a father does. This treatment may guarantee that employees 
are confident of their occupational abilities.   However, empowerment is considered in the 
current study to be a managerial practice that offers employees repeated opportunities to exercise 
empowerment for the purpose of acquiring skills and knowledge to be self-initiated. In essence, 
empowerment is the process of enabling or authorising an individual to think, behave, and take 
action, and control work and decision-making in autonomous ways (e.g.Den Hartog & De 
Hoogh, 2009; Bass & Avolio, 1990).   
 
Thus paternalistic managers are able to strengthen employees’ efficacy beliefs regarding their 
ability to handle their tasks effectively through the process of the exchange (the overall LMX). 
This implies that leaders’ behaviour which reflects genuine concern for the wellbeing and careers 
of the followers is more likely to positively influence LMX relationships than behaviour 
intended only to improve followers’ immediate performance (Yukl et al., 2009). 
 
From the Saudi employees’ (KAU employees) point of view, paternalism ensures protection, and 
provides a family-like environment, elements which are critical in a collectivist society.  In 
paternalistic cultures employees expect their managers to be present on special occasions (e.g. 
weddings, funerals), and they reciprocate with the same behaviour (Pellegrini and Scandura, 
2006). Thus, the work unit functions like a traditional family, where the manager earns respect 
by providing care and protection and by showing interest in the employees’ off-the-job lives, 
while the employee gains credibility by being dependable and responsible.  Overall, results from 
this study underscore the importance of paternalistic managerial behaviour in collectivistic 
business cultures with high-power distance, which is an important finding with relevance for 
both research and practice. This may guarantee high LMX quality and contributes to classify all 
employees as ‘in-group” members.  
 
Although empowerment was found in previous studies to have a significant correlation with self-
efficacy (Conger & Kanungo, 1988), this study did not find a meaningful result in the mediation 
role played by LMX quality between empowerment and occupational self-efficacy.  This may be 
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explained by the idea that aspects of empowering leadership such as participative decision 
making, coaching, informing, and showing concern (Arnold et al., 2000) may not have the 
desired effect in the Saudi organisational context of building employees’ self-efficacy regarding 
their jobs. This has been accounted to paternalistic treatment. Saudi employees in this regards 
seek to find a father figure in their managers who may meet their emotional needs which is more 
important in building efficacy beliefs than the practice of sharing power, participation, and 
giving control.  
 
Surprisingly, paternalism did not show a significant influence on employees’ resistance to 
occupational change directly or indirectly through LMX quality. Although previous works have 
demonstrated a significant relationship between resistance to change with LMX (e.g. Van Dam 
et al., 2008), the inclusion of paternalistic treatment in the current mediation relationship of 
LMX quality meant that this potentially significant influence was rejected. The explanation for 
the employees’ apparent lack of receptivity to reducing occupational change resistance could be 
linked to aspects of the Saudi culture that show high uncertainty avoidance in the Saudi 
workplace (Bierke & Al-Meer, 1993). As stated by Hofstede (1984) more emotional resistance to 
change is present in high uncertainty avoidance countries. However, this emotional resistance 
can be reduced if the leader exhibits empowering behaviour and the influence of the uncertainty 
avoidance factor in the Saudi workplace may be decreased.  
 
This effect may decrease if the leader exhibits empowering behaviour in the exchange 
relationships during organisational change. This unexpected finding warrants further research to 
understand why the presence of a paternalistic leader did not reduce employees’ resistance to 
occupational change through LMX quality in the Saudi work context. Two explanations are 
possible. First, this could be due to the managers’ lack of understanding of how paternalistic 
treatment can be used to reduce employees’ negative attitudes towards changes in the current 
employment requirements. Second, employees may prefer behaviour from their leaders that 
involve them in decisions which engender changes in their occupations, for example 
empowering, coaching, and delegating (Yukl et al., 2009). As stated by Dulebohn, et al. (2011) 
the effectiveness of certain leadership behaviours is a function of the reaction of the followers 
and the social context in which they find themselves. These findings highlight the fact that 
231 
 
leadership is not just about the characteristics of the leader, follower, or relationship, but it is 
actually a complex interaction in a social context. More research on the concept of “fit” between 
leaders’ behaviours and employees’ behaviour is needed.   
 
The question is how enhanced LMX quality can significantly predict employee outcomes. This 
may be explained according to the social exchange theory (Blau, 1964), where one person does 
something (e.g., a favour, completes a task) for another person and there is the expectation of a 
return. In applying this concept to the process of LMX, managers who treat employees in a 
caring and supporting manner and empower them may also consider giving certain advantages or 
benefits to individuals. In return for these advantages, managers expect employees to help them 
with work tasks that are beyond the scope of the formal job description (Liden & Graen, 1980). 
With these feelings of obligation, the employee feels more obligated to work better and longer, 
providing the managers with benefits in return. This can also be explained by role theory (Katz 
& Kahn, 1978) which describes roles as being where individuals having social positions and 
hence expectations about the behaviours of themselves and others. The theory suggests that the 
sender’s role will affect the role of a receiver, which will later affect the role of the sender, and 
so on (Harris, 2004).  
 
To understand the role of LMX as a mediator in predicting employee outcomes, it is necessary 
first to explain the process that underpins the enhanced LMX quality by leaders’ behaviours. In 
the LMX context, applying leaders’ paternalistic treatment and empowering practice to strength 
the exchange relationships between leaders and their followers can be explained in light of the 
influence of both managerial tools on affect, loyalty, contribution, and professional respect 
dimensions of LMX. An explanation for why LMX mediates these antecedent-outcome 
relationships can be found in the relational leadership approach which argues that the 
relationship developed between leaders and followers is vastly important in follower outcomes 
(Dulebohn, et al., 2011). Since leadership is socially constructed (e.g., Brower, Schoorman & 
Tan, 2000), focusing on aspects of the leader, follower, or situation in isolation would be 
inadequate in explaining leadership outcomes (Uhl-Bien, 2006).  In essence, the mediation 




Since no previous studies have investigated similar mediation findings, the current study 
considered this an opportunity to add new insights to the network of empowerment and LMX-
outcome relationship literature in high power distance societies in general and in the Saudi 
context in particular. This partial mediation result for LMX quality indicates that empowering 
managers can enhance employees’ personal initiative and reduce their resistance to occupational 
change directly and indirectly. The indirect influence means empowering leaders first enhance 
the affect, loyalty, contribution, and respect aspects of the exchange process for them and their 
employees. By doing so, they can encourage and enable their employees to initiate change at 
their level, and solve problems at work while being less resistant to new work situations 
triggered by organisational change. The direct and indirect influence of managerial 
empowerment is reflected in the Saudi workplace during times of organisational change. The use 
of empowering leadership practices is vital in helping Saudi employees not to resist changes in 
their current tasks, and is a more important managerial practice than paternalistic leadership. 
This result challenges the views of past scholars that any aspects of participative leadership may 
not be a valid concept in high power distance societies (Yukl, 2010; Hui et al., 2004; Palgering & 
Scaundura, 2006).  
 
Although Saudi society is high in uncertainty avoidance, which suggests that employees may 
prefer to be told exactly what to do instead of being exposed to the ambiguity of being 
empowered to accomplish challenging task, this research challenges this concept by investigating 
empowerment as a type of managerial behaviour that may enhance LMX quality and result in 
valuable employee outcomes.  
 
Pellegrini and Scandura’s (2006) results suggest that, with respect to job satisfaction, followers 
in the Turkish business context may be disinterested in delegation as a participation practice. In 
contrast, with respect to personal initiative and resistance to occupational change, Saudi 
employees value working with empowering managers and show their interest in being 
empowered. Clearly, this is an important finding for future research and managerial practice in 
Middle East countries, because it may be a mistake to not consider empowerment to be an 




The above mediation relationships confirmed the significant influence of paternalistic treatment 
and managerial empowerment on LMX quality regardless of the reported mediation outcomes. 
The first component of the confirmed mediation relationships showed that paternalistic and 
empowerment is significant predictors of LMX quality (see appendix I, table 1 and 2). This 
refines our understanding of the validity of studying both types of leadership behaviour in the 
same context. To the best of the researcher’s knowledge, this is the first time that these mediation 
results for LMX quality have been reported as outcomes of multiple mediation analysis which 
introduced by Preacher & Hayes (2008a). This can direct more future research to investigate this 
process of interaction with different leadership style and employee outcomes.   
 
In brief, the significant influence of paternalistic and empowerment behaviour on LMX quality 
has been confirmed. However, the influence of the enhanced LMX quality due to both types of 
behaviour on employees’ proactive behaviour and willingness to accept occupational change 
may vary according to the nature of leaders’ behaviour that has been observed and the particular 
aspects of the Saudi context. This research demonstrated the significant role of LMX as a 
mediator. This may encourage new research areas to be explored to investigate the potential 
mediator role of LMX for different antecedent and outcome variables, for example, the link in 
LMX quality between paternalistic and empowering leadership and team-level outcomes. In 
addition, qualitative data about leadership behaviour can be useful in relation to LMX quality. 
Future research may use some of the qualitative data techniques, such as observation or focus 
group to explore the aspect, and the degree of the influential of paternalism in the workplace. As 
well as, through these methods the potential areas of training and development can be revealed.  
Considering the above results it is of importance that these findings be discussed in the light of 
previous work. The next sections discuss the relationship of LMX quality to the antecedent 
variables (paternalistic and empowering leader behaviour) described in previous literature and 
the relation of LMX quality to outcome variables (employees’ proactive behaviour and 






5.4.1 The relationship of LMX quality to the antecedent variables (paternalistic and empowering 
leader behaviour) in previous literature (X on M) 
 
 
               
Figure 5.2: Illustration of the first confirmed component of the mediation relationships in path A 
(antecedents of LMX quality)                                                                                       
The first component of path A which was built into the theoretical model for this study focused 
on the relationships between leaders’ paternalistic and empowering behaviour and LMX quality. 
These proposed relationships are shown in the first half of the mediation path A (see figure 5.2). 
The results of the direct relationships between paternalistic and empowering leaders’ behaviour 
and LMX dimensions (the multiple mediator) in the mediation analysis for path A ( see table; 1 
& 2 in appendix I) demonstrates that paternalistic leadership behaviour can be a significant 
predictor of high quality exchange relationships between KAU employees and their managers. In 
agreement with this, past research found paternalism to be correlated positively with LMX 
quality and that this relationship may be regarded as a cause of specific aspects of the culture. 
This can be seen for example in the Chinese context (e.g., Chan & Mak, 2011; Liang et al., 
2007), in the Malaysian context (e.g., Hung et al., 2004), in the Indian context (Pellegrini et al., 
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2010), and in the Turkish business context (Pellegrini & Scandura, 2006).  The above studies 
have been conducted in societies that are characterised by collectivism and high power distance 
(Hofstede, 1984). Thus, paternalism and LMX can be regarded as two valid leadership 
approaches in these particular societies.   
The current research into LMX and paternalism in Saudi Arabia adds new insights into this area 
in cross-cultural literature. This implies that the existence of a positive relationship between 
LMX quality and paternalism can be validated in similar cultural contexts (Pellegrini and 
Scandura, 2006; Pellegrini et al., 2010; Hung, et al., 2004). The unique attributes of the 
paternalistic style make it a prevalent management style in cultures that value collectivism as 
well as hierarchical social relations. This implies that Saudi employees appreciate the ‘caring’ 
and ‘nurturing’ environment that is engendered by paternalistic managers which allows them to 
engage in high quality relationships with their managers. This result contributes to the current 
literature by confirming the validity of the effect of paternalism and LMX concepts in collectivist 
societies. 
On the other hand, empowerment as a participative approach in leadership is focused on the 
relational leadership aspect (Yukl et al., 2009) that has been considered as another antecedent 
variable of LMX quality in this study. Very little was found in the literature supporting the 
current finding that leaders’ empowering behaviour may cause LMX quality to be high among 
employees and their managers. Consistent with the prediction in this study, several scholars have 
demonstrated that LMX quality is positively correlated with leaders’ empowering behaviour (e.g. 
Liden et al., 2000; Keller & Dansereau, 1995). In contrast, Harris et al. (2009) found that when 
empowerment is low, LMX is high. This indicated that employees look to other aspects of the 
workplace to give them the benefits they fail to receive from empowerment. One place that 
employees are likely to look at is their relationship with their supervisors. These findings are 
likely due to the fact that supervisors are able to offer benefits that can keep employees 
motivated in a different way than workplace empowerment can (Liden et al., 1997).  
 
In addition, some related studies investigated similar aspects of leader’s empowering behaviour 
such as delegation being positively related to LMX quality (e.g. Yukl & Fu, 1999; Pellegrini & 




Contrary to our assumption of causality, empirical evidence has shown that LMX quality 
enhances employee cognition of empowerment (Aryee, & Chen, 2006; Chen, Kirkman, Kanfer, 
Allen, & Rosen, 2007). In addition, Kim and George (2005) found that LMX quality can be 
positively related to psychological empowerment (employees’ feelings of empowerment). 
However, this study focuses on investigating leader’s empowering behaviour. In this essence, the 
present study contributes to the current literature in two ways. First, it revealed that leaders’ 
empowering behaviour is a way of empowering individuals, which may lead to enhanced LMX 
quality. Second, it is confirmed that leaders’ empowering behaviour is a variable that together 
with paternalistic treatment exerts great influence on LMX quality  
 
Therefore it can be seen that the results from path A lead to key contributions to the academic 
body of knowledge because these approaches to leadership have been investigated together by 
Pellegrini and Scandura (2006). This study provides insight into leadership processes in a 
country that has a very similar culture to the Turkish business context in Pellegrini and 
Scandura’s (2006) investigation. Although, there are some differences between their study and 
the current study, both studies are moving in the same direction as far as their research interests 
go.   
 
The most interesting differences between the current study and Pellegrini and Scandura’s (2006) 
study are the direction of causality and the conclusions drawn about the validity of delegation as 
a participatory managerial concept in collectivistic society. The current study investigated 
paternalism and empowerment as antecedents of LMX while their study investigated 
paternalistic and delegation (another aspect of participative leadership) as outcomes of LMX. 
However, both studies revealed that both types of leadership behaviour significantly correlate 
with LMX quality. The current study reported that empowerment as a participative managerial 
practice is a valid managerial tool in the Saudi context. Although, Pellegrini and Scandura (2006) 
suggest that delegation might not be an effective participative tool in the Middle Eastern context, 
the current study found significant results regarding empowering leadership predicting employee 
outcomes. This may show that this type of leader behaviour is essential in influencing 





5.4.2 The relationship of LMX quality to outcome variables (employees’ proactive behaviour and 














Figure 5.3: Illustration of the second group of confirmed components of the mediation 
relationships in path A (outcomes of LMX quality in relation to leadership behaviour)  
Since LMX relationships are rooted in social exchange, there is often a perceived obligation for 
high quality LMX on the part of employees to be reciprocated in desired work-related outcomes 
(Liden & Graen, 1980). Supporting this, the current research findings demonstrate evidence for 
this reciprocity from employees as a result of high quality LMX with their paternalistic and 
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empowering managers. These proposed relationships are shown in the second half of the 
mediation relationships (see figure 5.3). The causal relationships involved in the mediation 
relationships reveal that LMX quality as a mediator (oriented paternalistic and empowering 
leadership) predicts employees’ behaviour and attitudes. The predicted outcomes are conditioned 
by the type of leadership behaviour that has been exercised. First, LMX quality (all LMX 
dimensions) has been found to be a predictor of employees’ occupational self-efficacy (in the 
mediation relationship with paternalism), and a predictor of employees’ personal initiative and 
low resistance to occupational change (in the mediation relationship with empowerment). The 
ability of LMX quality to positively predict employees’ occupational self-efficacy, and personal 
initiative, and negatively predict employees’ resistance to occupational change  has been 
reported according to the confirmed full multiple mediator role of LMX quality. The causal 
relationships between M and Y that were illustrated in the analysis tables (see appendix I; table 
2, 3 & 10) do not show this significant predictor for all proposed multiple mediator (LMX 
dimensions) with the reported outcome variables.  According to Hayes (2009), it is possible to 
see insignificant direct relationships while the full indirect effect is significant. This is accounted 
for by the influence of the criteria variables on the mediator and then the mediator transfers the 
influence to the outcome variable.   
This makes the current study differ from the previous studies that investigated LMX quality 
directly with various employees’ behaviours and attitudes.    For example, LMX quality has been 
found to be a direct predictor of aspects of employees’ work-related behaviour such as 
citizenship behaviour (e.g. Wang et al, 2005; Ilies et al.,  2007), and performance (e.g., Gerstner 
& Day, 1997; Wang et al., 2005; Liang et al., 2007; Chen et al., 2007; Chan & Mak, 2011; Hui, 
Law & Chen, 1999; Dulebohn  et al., 2011). In line with the current results, LMX quality has 
shown significant direct prediction of occupational self-efficacy (Schyns et al., 2005). 
Additionally, Walumbwa et al. (2011) found that LMX quality was associated with enhanced 
self-efficacy.  
Furthermore, LMX quality has been linked to a variety of individual work-related attitudes. 
Studies on LMX have most often found positive relationships between followers’ rating of LMX 
and aspects of their work-related attitudes such as commitment (e.g. Gerstner & Day, 1997; 
Schyns et al., 2005; Lee, 2005; Liden et al., 2000; Lo et al., 2010; Hung, et al., 2004; Farouk, 
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2002; Bhal & Ansari, 2007; Dulebohn et al., 2011) and job satisfaction (e.g. Schyns & Wolfram, 
2008; Wang & Yi, 2011; Dulebohn et al., 2011). Regarding cultural factors, a study by Butler 
(2009) investigated LMX in United Arab Emirate organisations and found commitment to the 
organisation (work attitude) is related to the quality of LMX. Accordingly, the current results 
may validate LMX quality being a possible predictor of Saudi employees’ work attitudes. In 
agreement with the current findings, a study by Van Dam et al (2008) found LMX quality to 
negatively predict employees’ resistance to change. Additionally, Schyns et al. (2007) found 
preparedness for occupational change to be positively related to LMX quality.  
 
Despite a considerable number of previous studies that found LMX quality to be significantly 
correlated with employee outcomes, a limited number of studies have investigated LMX quality 
as a predictor of employees’ attitudes to organisational change (e.g. Schyns et al., 2007; Van 
Dam et al., 2008). In addition a limited number of reported studies have investigated employees’ 
proactive behaviour as an outcome of LMX quality (e.g. Schyns et al., 2005; Walumbwa et al., 
2011). Considering this, the mediator role of LMX quality in this study offers to some extent a 
good attempt to bridge this gap by providing meaningful significant mediation results.  In 
addition it is demonstrated that LMX dimensions play a multiple role in reflecting LMX quality. 
This can be seen because full mediation results of LMX quality have been reported for leaders’ 
empowering behaviour and employees’ personal initiative and resistance to occupational change, 
and full mediation results of LMX have been reported for leaders’ paternalistic behaviour and 
employees’ occupational self-efficacy.  
5.5 The Mediation Findings for path B: Proactive Behaviour as a Multiple Mediator 
Path B focuses on the independent influence of LMX dimensions on employees’ behaviour and 
attitudes. This influence has been investigated in regards to mediation relationships. In these 
mediation relationships proactive behaviour is central and acts as a mediator.  
The current study uses proactive behaviour (the integrated effect of personal initiative and 
occupational self-efficacy) as multiple mediator between LMX dimensions (Affect, Loyalty, 
Contribution, and Professional Respect) and aspects of employees’ willingness to accept 
occupational change (preparedness for occupational change, employability orientation, and low 
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resistance to occupational change) (see figure 5.4). The dominant influence on individual 
outcomes is the independent influence of LMX dimensions on employees’ proactive behaviour 
in order to encourage them to be willing to accept changes in their current occupations. 
The overall mediation results in the hypothesised path B reveal that each of LMX dimensions 
has predicted employees’ proactive behaviour directly and employees’ willingness to accept 
occupational change indirectly. In these mediation relationships proactive behaviour acted as a 
full mediator (the integrated effect of occupational self-efficacy and personal initiative) between 
LMX-affect, LMX-loyalty, LMX-contribution, and LMX-professional respect and aspects of 
employees’ willingness to accept occupational change. The results indicate that proactive 
behaviour fully mediated the positive relationship between LMX dimensions and employees’ 
preparedness for occupational change and employability orientation and the negative relationship 
between LMX dimensions and employees’ resistance to occupational change. Summary of these 
significant results is illustrated in section 4.4.4, table 4.36.  
The influence of the various LMX-dimensions on employees’ willingness to accept occupational 
change through proactive behaviour did not differ significantly. Each of LMX dimensions 
predicted the same set of outcomes in connection with employees’ willingness to accept 
occupational change through the multiple mediator (proactive behaviour). This confirms that 
LMX dimensions can contribute effectively to enhancing employees’ willingness to accept 
occupational change by enhancing employees’ proactive behaviour. This study is the first study 
to investigate the mediation relationships mentioned above and contributes to the academic body 
of knowledge by investigating the independent effect of LMX dimensions on employees’ 
willingness to accept occupational change through the enhancement of employees’ proactive 








Figure 5.4: Illustration of the significant independent influences of LMX dimensions on 
employee outcomes through proactive behaviour as a full multiple mediator in the mediation 
relationships for path B 
 
The current results indicate that the significant effect of LMX dimensions on employees’ 
willingness to accept occupational change and proactive behaviour can be neutralised if the 
exchange relationship between the leaders and their employees is based on either the four 
dimensions of interaction or on some of them. This suggests that each dimension of LMX is 
valid on its own as a predictor of employees’ willingness to accept occupational change. This 
significant predictive ability of LMX dimensions have been accounted for by the mediation role 
of the integrated effect of personal initiative and occupational self-efficacy (full mediation 
effect). Maslyn and Uhl-Bien (2001) indicated that different currencies of LMX are likely to 
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validity of the four dimensions of LMX in the Saudi workplace as independently important 
constructs.  
More was learned in this investigation about the different phases leading to the employees’ 
willingness to accept occupational change. Saudi employees reported a high level of willingness 
to accept occupational change during times of organisational change. This is predicted by the 
multiple mediation roles of personal initiative and occupational self-efficacy for LMX 
dimensions and employees’ preparedness for occupational change, employability orientation, 
and low resistance to occupational change. Considering the effective mediation role that 
proactive behaviour played in this investigation, previous studies provided support for the 
confirmed mediation role of proactive behaviour. For example, Walumbwa et al. (2011) found 
self-efficacy to mediate the relationship between LMX and job performance. Moreover, Byrne et 
al. (2008) studied career self-efficacy as mediator in the relationship of ability, experience; 
training and knowledge with perceived career success related to interpersonal relationships and 
found support for this relationship.  
On the basis of the concept that LMX dimensions can be considered to be social interaction 
preconditions for maintaining employees’ proactive behaviour, Saudi employees have perceived 
strength in their proactive behaviour. They demonstrated proactive problem solving skills, 
drawing on personal initiative and confidence in their ability to perform new tasks triggered by 
occupational change. This in turn may be considered a requirement for enhancing the level of 
employees’ willingness to accept occupational change.  
 
The above explanation of the full mediation role of proactive behaviour suggests that each LMX 
dimension has a powerful mechanism that operates in its relationship with the outcomes through 
proactive behaviour.  
 
This can be explained by the unique influence of each LMX dimension. First, the affect, loyalty, 
and professional respect dimensions of LMX are more social currencies that focus on social 
interaction between the leader and the member. The affect dimension of LMX is aligned with the 
feelings that each party has toward the other based on liking and friendship (Liden & Maslyn, 
1998). In addition, the loyalty dimension of LMX reflects the extent to which both leader and 
member show mutual obligation (Liden & Maslyn, 1998). Moreover, the professional respect 
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dimension of LMX reflects the respect that members show towards each other’s professional 
capabilities (Liden & Maslyn, 1998). Second, the contribution dimension of LMX is a work-
related exchange that involves intensive interaction in task-related activates (Bhal et al., 2009).  
 
Accordingly, KAU employees (the surveyed employees) will be able to develop appropriate 
internal conditions for job change adaptability. This means that proactive employees are better 
positioned to respond to change demands than those who do not exhibit proactivity at the 
workplace (Hornung & Rousseau, 2007).  
Consequently, employees whose relationships with their managers based on the four currencies 
of exchange will be more oriented towards employability development and more prone to invest 
in their own career and strive for higher task demands. Furthermore, employees are happier with 
their work situation, and demonstrate less resistance to occupational change.  
 
In regard to the mediation analysis, to the best of the researcher’s knowledge, this is the first time 
that two aspects of employees’ proactive behaviour have been investigated as multiple 
mediators.  For this purpose, mediation technique with multiple regressions was used (Preacher 
& Hayes, 2008a). This research may contribute to the current proactive behaviour literature by 
adding a new area investigating the joint effect of more than one aspect of proactive behaviour in 















5.5.1 LMX Dimensions as antecedents of employees’ proactive behaviour (X on M) 
 
 
Figure 5.5: Illustration of the first confirmed direct relationships in path B (antecedents of 
proactive behaviour)                                                                           
The results of the direct relationships between LMX dimensions and proactive behaviour aspects 
(the multiple mediator) in the mediation analysis for path B (see table; 11,12,13,14 in appendix I) 
revealed that LMX dimensions (Affect, Loyalty, Contribution, and Professional Respect) are 
potential predictors of employees’ proactive behaviour, namely personal initiative and 
occupational self-efficacy. These links are shown in the first half of the mediation path B (see 
figure 5.5). Little is found in previous literature that supports the above finding. Previous studies 
have found significant relationships between LMX dimensions and employee outcomes in 
general. For example, LMX-Contribution was found to be related to employees’ citizenship 
behaviour (Bhal, 2006; Bhal et al., 2009), commitment (Bhal et al., 2009; Bhal & Ansari, 2007), 
and satisfaction (Bhal & Ansari, 2007). In addition, LMX-Affect was found to have an 
independent effect on employees’ satisfaction (Bhal et al., 2009; Bhal & Ansari, 2007), task 
performance (Wang et al., 2008), job dedication (Wang, et al., 2008), and commitment (Schyns 
& Paul, 2005; Bhal & Ansari, 2007; Lo et al, 2010; Jing-shou & Wen-xia, 2011). Additionally, 
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LMX-Loyalty was found to have a significant separate influence on commitment (Schyns & 
Paul, 2005; Lo et al, 2010; Jing-shou & Wen-xia, 2011). Moreover, LMX-Professional Respect 
has been found to be related to commitment (Schyns & Paul, 2005; Jing-shou & Wen-xia, 2011), 
and the affect, professional respect, and loyalty dimensions of LMX have been reported to have a 
negative relationship to turnover intention (Schyns & Paul, 2005).  In support of the current 
findings, Schyns and Wolfram (2008) found a similar result with LMX-Contribution that 
demonstrated its significant influence on employees’ occupational self-efficacy. On the other 
hand, there have been no studies that investigated the separate influence of LMX dimensions on 
personal initiative. Thus, this may be considered a potential area of contribution to knowledge in 
this field of LMX dimensions and proactive behaviour literature.   
The importance of the relationships between LMX dimensions and employees’ proactive 
behaviour needs due consideration. Predicting proactive behaviour is an important area of 
interest for both researchers and practitioners. Limited studies have investigated LMX 
dimensions as antecedents of proactive behaviour. This raised the need to investigate each of the 
LMX dimensions separately with individual outcomes in order to reveal the power that 
underpins their separate influences. Therefore, this study contributes to the current literature by 
examining how each LMX dimension is related to employees’ proactive behaviour so that it can 
help close the current gap in this area of academic knowledge. The research found support for 
the findings as hypothesised. All LMX dimensions can be regarded as significant predictors of 









5.5.2 Employees’ willingness to accept occupational change as outcomes of employees’ proactive 












Figure 5.6: Illustration of the second confirmed direct relationships in path B (outcomes of 
proactive behaviour in relation to LMX dimensions)  
 
The proposed links between proactive behaviour and willingness to accept occupational change 
are shown in the second half of the mediation path B (see the above diagram; 5.6). The ability of 
proactive behaviour to positively predict employees preparedness for occupational change and 
employability orientation, and negatively predict employees resistance to occupational change  
has been reported according to the confirmed full multiple mediator role of proactive behaviour. 
In regard to preparedness for occupational change and employability orientation, the causal 
relationships between M and Y that were illustrated in the analysis tables (see tables; 11-18 in 
appendix I) do show  this significant predictor of each of proactive behaviour aspects. However, 
the causal relationships between M and Y that were illustrated in the analysis tables (see table; 
19-22 in appendix I) do not show this significant predictor of each of proactive behaviour aspects 
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with resistance to occupational change. According to Hayes (2009a), it is possible to see 
insignificant direct relationships while the full indirect effect is significant.  This is accounted for 
by the influence of the criteria variables on the mediator and then the mediator transfer the 
influence to the outcome variable.   
This makes the current study differ from the previous study that investigated proactive behaviour 
as a direct predictor of employees’ attitudes. These direct relationships have been supported in 
previous literature. Past studies have focused on self-efficacy as one possible antecedent of 
adaptation to change (e.g. Armenakis et al., 2000; Morrison & Brantner, 1992; Noe & Wilk, 
1993; Cunningham et al., 2002; Saksvik & Hetland, 2009). Similarly, Schyns, et al. (2007) 
indicated that occupational self-efficacy is a significant predictor of preparedness for 
occupational change. In addition, Nauta et al (2009) found a positive and strong relationship 
between employability orientation and role breadth self-efficacy (the ability to perform a variety 
of tasks). Moreover, a negative correlation was found between resistance to job change and self-
efficacy (Saksvik & Hetland, 2009). Surprisingly, employees’ self-efficacy was not related to 
resistance to change in Van Dam et al.’s (2008) study.  It is possible that the Parker’s (1998) role 
breadth self-efficacy scale which was used in their study captured a different aspect of 
employees’ self-efficacy which is less closely linked to people’s change reactions than the one 
that is used in the current study.  
 
On the other hand, personal initiative has been found to play a role as a predictor of low 
resistance to occupational change (Peiro et al., 2002). In support, Van Dam (2004) found that 
personal initiative was positively related to employability orientation. Similarly, the result of an 
empirical study conducted by Berg and Velde (2005) showed that willingness to be flexible 
(ready to change jobs or tasks as required due to occupational change) is related to initiative, and 
the ability to be flexible (having the relevant skills and abilities) is related to general self-efficacy 
and initiative. Thus, the second part of the mediation relationships of path B is strongly 
supported by previous studies.  
The current study added additional support to the effective roles of personal initiative and 
occupational self-efficacy in predicting employees’ willingness to accept occupational change in 
proactive behaviour research. These results reflect the potential role of proactive behaviour in 
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transferring the influence of LMX dimensions to employees’ willingness to accept occupational 
change.  
5.6 The Integrated View of the Findings 
The results from paths A and B provide support for the multidimensional nature of LMX as 
proposed by Dienesch and Liden (1986) and Liden and Maslyn (1998). Employees’ assessment 
of LMX quality in their relationships with their immediate leaders provided total support to the 
mediation findings. The results of the ranking analysis confirmed high LMX dimension scores 
among employees in the Saudi organisational context. The nature of these results may be due to 
the close working relationship between managers and subordinates within the Saudi workplace. 
This is justified as Saudi context is characterised by having the national culture dimensions of a 
collectivistic and Muslim society.   
 
Mediation path A showed the mediation role of LMX quality between leaders’ behaviour and 
employees’ behaviours and attitudes, while path B showed the role of each LMX dimension in 
enhancing employees’ willingness to accept occupational change through the multiple mediator; 
proactive behaviour aspects. These results in the findings show that proactive behaviour (the 
integrated effect of personal initiative and occupational self-efficacy) plays an effective role as a 
full mediator in path B in all the proposed mediation relationships, while LMX quality (the 
integrated effect of all the dimensions of LMX) plays a role as a full mediator in some of the 
hypothesised mediation relationships. Surprisingly, the results of the mediation role of LMX 
quality between leaders’ behaviour and employees’ proactive behaviour and willingness to 
accept occupational change reveal some differences related to the association of leadership style 
with LMX. 
 
 Evidently the role of LMX quality as a full multiple mediator for leaders’ paternalistic and 
empowering behaviour has demonstrated its ability to be an effective mechanism for enhancing 
employees’ occupational self-efficacy and personal initiative, and for reducing employees’ 
resistance to occupational change during times of organisational change in the KAU workplace 
context. The above interesting findings imply that leaders’ paternalistic and empowering 
behaviour in the Saudi context are essential to maintain good quality exchange relationships but 
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this is not necessary the case when predicting similar effective employees’ behaviours and 
attitudes during organisational change. In support, managers’ high rating of their demonstration 
of paternalistic and empowering behaviours in the KAU workplace indicated that they have the 
ability to positively influence the exchange relationship with their employees. Moreover, 
managers’ high ratings of employees’ demonstration of efficacy (proposed as an indicator of 
employees’ proactive behaviour) indicated that employees are able to exhibit these outcomes as a 
result of the high quality relationships with their leaders. The cooperative views are supportive of 
research model path A because this allows for more involvement of leaders in the possible 
enhancement of the quality of LMX. Accordingly, KAU members (the surveyed employees) can 
be classified as “in-group” members. This implies that employees and managers’ high ratings of 
paternalistic and empowering leadership support employees’ evaluation of LMX as good in 
KAU workplace. Both leadership behaviour may regard as possible enhancer of LMX quality 
and have the influence on KAU members to be categorised in high quality LMX group.  
 
Path B indicated that each LMX dimension predicted employees’ willingness to accept 
occupational change equally through the proposed mediator (the integrated effect of personal 
initiative and occupational self-efficacy); the full mediation role of proactive behaviour for LMX 
dimensions and employees’ willingness to accept occupational change has been confirmed 
among KAU employees and their managers ( the surveyed employees). Each of LMX 
dimensions has a unique separate influence on employee outcomes. For example, if the exchange 
relationship between employees and their managers is rooted in the affect base, this is likely to 
motivate employees to behave in a proactive manner with them showing confidence in their 
occupational ability and initiating self-starting behaviour. As a consequence, employees will 
demonstrate willingness in embracing alterations to their current tasks required by organisational 
change. Similarly, this will apply to the rest of LMX dimensions. This may be justified as being 
due to the mediation findings being investigated from employees’ perspectives; employees value 
their proactive behaviour as a key factor that may enhance the desired outcomes because 
proactive behaviour is an individual-level characteristic that typically focuses on self-initiated 
and future-oriented actions that aim to anticipate or initiate change in the work system or work 




However, both LMX roles provide significant evidence to show that LMX in the Saudi 
workplace is an important element that enhances employees’ behaviours and attitudes. 
 
The above indicates that in high quality exchanges characterised by affect, loyalty, contribution, 
and professional respect, leaders exert a positive influence on employees who may maintain 
optimistic perceptions about the exchange relationships with their leaders. Similarly Liden et al. 
(1997) argued that leaders and followers, who enjoy multiple relational contexts (e.g. affect, 
loyalty, contribution, and respect,) may reap greater benefits than those whose relationships are 
based on a single relational context. Hence, it is highly conceivable that followers who assess the 
exchange with their leaders to be high on affect, loyalty, contribution, and professional respect 
will also tend to exhibit better work-related behaviour and attitudes The mechanism of the LMX 
process is embedded in role theory (Kats & Kahn, 1978) and social exchange theory (Blau, 
1964). Role theory explains expectations of the influence of each of the dyad roles on the other, 
while the social exchange theory explains the benefits that each member of the dyad gives the 
other. This explains the reciprocal nature of high LMX quality that has been confirmed in a 
variety of employee outcomes from the above confirmed mediation relationships. 
 
The results from the two path analysis indicated that the surveyed employees are classified as 
“in-group” members. This is due to the significant influence of leadership behaviour on LMX 
quality that has been reported in the mediation results for path A, as well as the power of each of 
the LMX dimensions in predicting equally employees’ behaviours and attitudes.  
Since path A involves factors related to leadership behaviour as independent causes of the 
desired outcomes, leaders’ views have been taken into account. In order to eliminate any biases 
or inflation of self-report assessment, managers’ views have been combined with employees’ 
views for the assessment of leadership behaviour, employees’ efficacy, and employees’ 
resistance to occupational change. Although the researcher had to be careful when interpreting 
the different results from the two groups (employees and managers) due to their different 
characteristics and the different assessments, it is interesting to see their views are to some extent 
similar. The level of agreement between the two views was high, which provides support to the 




5.7 Summary  
This chapter focuses on the contribution of the study to the academic body of knowledge through 
a detailed discussion of the findings. The discussion of the findings in relation to previous works 
allows the current research to find its voice in the argument about the critical role of LMX in the 
workplace.  
This chapter has been divided into four main sections. Each section discusses various aspects to 
fulfil the objectives of the present research. The first section investigated the level of perceived 
LMX quality among Saudi employees, and found support for the perception of high LMX 
quality from the employees’ point of view. The second section revealed the balance between 
employees’ views and their managers’ views on four main variables that are related to LMX 
quality and found support for the level of agreement between the two views. The third section 
tried to find support for the hypothesised mediation relationships for paths A and B. The 
mediation results point to the importance of LMX quality roles in enhancing critical employee 
work-related behaviours and attitudes during times of organisational change. In the first 
proposed role, LMX quality acts as a mediator between leaders’ behaviour and employees’ 
proactive behaviour and their willingness to accept occupational change, the results of which 
have been partially supported. In the second role the importance of LMX dimensions as 
independent variables that utilise each LMX dimension as direct predictors of employees’ 
proactive behaviour and indirect predictors of employees’ willingness to accept occupational 
change is revealed.  
 
The last LMX role provides support for the concept of proactive behaviour as a mediator that 
mediates the relationships between LMX dimensions and employees’ willingness to accept 
occupational change. Consistent with our prediction, the findings on the second role of LMX 
quality have been totally supported as hypothesised. The fourth section tried to give a 
meaningful integrated view of the research findings that may enhance our understanding of LMX 
effectiveness in the Saudi workplace.  
 
In brief, the research has made key contributions to the current related knowledge. This research 
revealed notable roles played by LMX in predicting employees’ proactive behaviour and 
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willingness to accept occupational change.  First, LMX quality has been confirmed to play a role 
as a full mediator between leaders’ paternalism and employees’ occupational self-efficacy and 
between leaders’ empowering behaviour and employees’ personal initiative and resistance to 
occupational change. The mediator role of LMX quality revealed interesting results in relation to 
the ability of leaders’ behaviour to predict employee outcome in the process of the exchange, and 
the ability of leaders’ behaviour to predict employee outcomes in the KAU context.  Secondly, 
the LMX dimensions have equally been confirmed to exert their unique separate influence on 
aspects of employees’ willingness to accept occupational change through the enhancement of 
employees’ proactive behaviour.  Finally, this research is the first study that investigated LMX as 
a multidimensional construct in the Saudi workplace context and revealed its effectiveness as a 
predictor of employees’ behaviours and attitudes during times of organisational change. The next 
chapter highlights the research’s academic, methodological and practical implications. In 
addition, it illustrates the limitations of the current study and highlights new areas for possible 




















Chapter Six: Conclusion 
6.1 Introduction  
This chapter presents conclusions about the current research. The current study set out to 
examine two ways that LMX quality can influence employees’ proactive behaviour and 
willingness to accept occupational change. Overall, the results provided support for the 
hypothesised research model to a large extent and indicated that this model is theoretically and 
practically meaningful and provides an adequate fit to the data. Looking through 22 mediation 
results, 21 out of 22 possible mediation relationships were found to be fully (based on the all 
proposed mediators) or specifically (based on some of the proposed mediators) significant. These 
results have been maintained by multiple mediation analysis which provided meaningful results 
regarding the underpinning mechanism of LMX quality in the context of the Saudi workplace. 
The key findings for the first role of LMX is summarised as LMX quality fully mediated the 
relationships between leaders’ behaviour and some of the proposed employees’ behaviours and 
attitudes. The second role of LMX is concluded to be different LMX dimensions predicting the 
same set of employees’ behaviours and attitudes.    
 
The chapter then outlines contributions to research and practice, limitations, and suggestions for 
future directions in research that have emerged. The research findings reflect important 
theoretical, methodological, and practical implications. These implications are discussed below. 
6.2 Research Implications 
Any successful academic research ends by formulating the theoretical, methodological, and 
practical implications of the research. This conclusion required first determination of the gaps in 
the previous relevant work of scholars.  The gaps in the current relevant literature regarding 
LMX’s role as an effective tool in enhancing employee outcomes, have been considered under 
several main headings for possible new investigations (see figure 6.1). Discussing the research 
contribution in relation to the gaps in previous related studies enabled the current research to 
























Figure 6.1: Key research contributions 
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- The independent 
influence of LMX 
dimensions on employee 
outcomes 
- Proactive behaviour as a 
mediator between LMX 
dimensions and 
employee’ outcomes 
- LMX effectiveness in 
the Saudi workplace 
during times of 
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- Multiple mediation 
analysis  
 
- Very limited studies 
have investigated the 
influence of paternalistic 
and empowering 
leadership as LMX 
antecedents  
-very limited LMX 
outcomes have been 
investigated in the context 
of organisational change 
- Some LMX dimensions 
have been investigated as 
mediators in very limited 
studies 
- Limited studies have 
investigated the separate 
influence of LMX 
dimensions on 
employees’ outcomes 
- No studies have 
investigated aspects of 
proactive behaviour as 
multiple mediators 
between LMX dimensions 
and employees' attitudes 
- No studies have 
investigated LMX 
antecedents and 
consequences in the Saudi 
workplace context during 
times of organisational 
change.  
- No studies have used 
multiple mediation 
analysis to investigate 
LMX and proactive 
behaviour as mediators.  
 
- LMX quality was high among Saudi 
employees and their managers. This provides 
evidence for the validity of LMX in Middle 
East specifically in Saudi Arabia   
- The research provided support for the 
multidimensional nature of LMX in the Saudi 
organisational context.  
- LMX quality fully and completely mediated 
the relationships between paternalism and 
employees’ occupational self-efficacy. This 
supports the potential mediator role of LMX  
LMX quality fully and partially mediated the 
relationship between empowering leadership 
and employees’ personal initiative and 
resistance to occupational change. This 
supports the direct and indirect influence of 
LMX on these outcomes  
- Paternalistic behaviour and empowerment 
were found to be valid leadership behaviour in 
the Saudi context. This reflects their relevance 
to the Saudi culture and organisational change 
contexts   
- LMX dimensions have predicted equally and 
directly aspects of employees’ proactive 
behaviour and have predicted equally and 
indirectly aspects of employees’ willingness 
to accept occupational change. This provides 
evidence for the validity of each dimension as 
an independent predictor of employee 
outcomes.  
- Personal initiative and occupational self-
efficacy together have been regarded as 
showing full multiple mediation between 
LMX dimensions and employees’ willingness 
to accept occupational change. This provides 
evidence for the importance of the joint 
effects of proactive behaviours in predicting 
attitudes towards occupational change   
- This is the first study to use multiple 
mediation analysis to investigate the proposed 
mediators of this research. This shows that 
investigating multiple mediators predicts and 











First, there have been only very limited studies investigating paternalistic and empowering 
leadership behaviour as LMX antecedent variables. Second, only a few studies have investigated 
the relationship of LMX to employee outcome variables in the organisational change context. 
Third, no studies have investigated the potential role of LMX quality as a mediator between 
paternalistic and empowering leadership and employees’ work-related behaviour and attitudes.  
Fourth, no research has investigated the separate influence of LMX dimensions on employees’ 
attitudes towards occupational change. Fifth, no studies have examined the potential mediation 
role of proactive behaviour between LMX dimensions and employees’ change attitudes. Sixth, 
only limited studies have considered LMX as a mediator specifically for leaders’ behaviour and 
employee outcomes. Additionally, no studies have used multiple mediation analysis (the 
integrated effect of more than one mediator in a single mediation analysis) with bootstrapping 
strategy to investigate the possible role of LMX dimensions and aspects of proactive behaviour 
as multiple mediators.  Finally, no studies have investigated LMX antecedents and outcomes in 
the Saudi organisational context. The Saudi organisational context is considered by this study as 
a new context that has been previously ignored in the past LMX research. Consequently, there is 
not yet a common comprehensive or integrated model of LMX effectiveness in the workplace 
during times of organisational change in the Saudi context.  
6.2.1 Theoretical implications  
First of all, the theoretical contribution of the study is based on the development of a 
comprehensive theoretical framework that examines the roles of Leader-Member Exchange 
(LMX) in enhancing employees’ work-related behaviours and attitudes in the Saudi 
organisational context during times of organisational change. To the best knowledge of the 
researcher, this is the first time such a theoretical framework has been proposed theoretically and 
tested empirically in an Arab context, specifically in a Saudi organisational context. The aim of 
this study was to investigate LMX roles as predictors of employees’ proactive behaviour and 
willingness to accept occupational change in two mediation paths in the Saudi workplace context 
and it found significant results.   
One of the distinctive contributions is the development of an integrated multiple mediation 
model including two mediation paths based on LMX roles in this paths. The first path 
investigated LMX quality as a full multiple mediators between leaders’ paternalistic and  
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empowering behaviour and employees’ proactive behaviour and willingness to accept 
occupational change. The second path investigated LMX dimensions as a direct predictor of 
employees’ proactive behaviour and as an indirect predictor of employees’ willingness to accept 
occupational change with proactive behaviour as a full multiple mediator. Thus, the researcher 
believes that the study of LMX effectiveness in the Saudi context is a timely follow-up in the 
right direction because the Saudi workplace is facing alterations in the current duties of 
employees to meet organisational change demands. (See chapter 1).  
Second, previous studies that have been conducted in the area of LMX effectiveness did not 
focus on the roles of LMX as a significant predictor of employees’ behaviours and attitude 
outcomes in the organisational change context. In this regard, the current findings reveal a new 
stream of research that centres on the outcomes of change-related behaviour and attitudes.   
Third, another distinctive contribution is that this study was designed to extend LMX cross-
cultural studies to the Saudi organisational context as well as to look at LMX from the 
perspective of the employees. Our findings indicate that the Saudi employees’ views of LMX 
strongly predicted their behaviour and attitudes during times of organisational change. The 
investigation of how paternalistic leadership and LMX influence followers’ proactive behaviour 
and willingness to accept occupational change will broaden the understanding of leadership 
research in the Middle East. Building on the work of Pellegrini and Scandura (2006), this study 
extends the research into cultural traditions of paternalistic leadership. The present research 
contributes to paternalistic theory by highlighting the fact that leaders’ paternalism is important 
for LMX effectiveness due to the caring and emotional quality that should characterise the 
relationships between a leader and a follower. This may result in stronger social interactions 
between the two parties which consequently enhance overall LMX in the KAU context.    
 
Fourth, paternalistic and empowering leadership appear to complement LMX in the 
determination of employees’ proposed outcomes of proactive behaviour in the context of 
organisational change in Saudi Arabia. On the other hand, empowerment has to some extent a 
significant influence over paternalism in partly predicting the degree of employees’ willingness 
to accept occupational change. Paternalism did not predict any aspects of employees’ willingness 
to accept occupational change, whereas, empowerment has the ability to predict one aspect of 
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employees’ willingness to accept occupational change, namely, low resistance to occupational 
change. This research justifies these differences in the outcomes for the relationship between 
leaders’ behaviour and LMX as being due to the nature of the leaders’ behaviour itself. The 
exchange relationship based on paternalistic treatment and empowerment practice are essential in 
improving KAU workers proactivity. This conclusion needs due consideration in future related 
research.   
 
Fifth, another theoretical contribution is to demonstrate that leaders in high-quality exchange 
relationships may empower their employees even in cultural contexts that are high in power 
distance, such as Saudi Arabia in which the relationship is embedded. This is indicated by the 
significant and positive relationship between LMX and empowerment in the Saudi context. In 
light of this, the current study validates the concept of managerial empowerment in Saudi Arabia 
even if it is characterised by a high power distance value.  However, future research would need 
to continue to examine the potential universality of the LMX empowerment linkage.  
 
In the current study all Saudi employees evaluated their relationships with their managers as 
being high in quality. The consistency in agreement among KAU employees (the surveyed 
employees) may mean they may classify as “in-group” members. KAU employees put an 
emphasis on leaders’ behaviour as an enhancing factor which strengthens LMX quality, and 
regard high LMX as creating a special setting in which they can operate and cooperate in the 
context of organisational change. This provides evidence to the current scholar that LMX quality 
may be assessed positively by employees in a collectivistic society. The current result may 
promote new research to investigate to what extent this result is true in other collectivistic 
societies.  
 
In regards to the role of LMX as a full mediator, the research adds new insights to the LMX body 
of knowledge by investigating LMX quality based on the four dimensions of the exchange, 
affect, loyalty, contribution, and professional respect, as multiple mediators. This study has shed 
further light on the role LMX plays in mediating important work relationships. Specifically, 
LMX mediated most of the relationships that have been analysed. Up to this point, most research 
on LMX has been descriptive, with much less research prescriptive in terms of how to enhance 
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LMX quality during the development process. The results of the study provide very strong 
findings as to what antecedents are associated with enhanced LMX.  In addition to insights on 
LMX quality, the results demonstrated that most of the variance in outcomes was explained 
through the mediating role of LMX.  
 
Thus, many leader and follower behaviours appear to be interpreted by both leaders and 
followers in terms of their relevance to LMX relationships, leading to the conclusion that LMX 
relationships may be central to organisational functioning. 
 
The role of LMX as mediator is central to explaining the relationships between the antecedents 
and some of the outcomes that were examined in this study. Thus, although the antecedents 
undoubtedly are important in their own right and very relevant for understanding LMX quality, it 
is LMX that appears to bridge associations between the antecedents and some of the proposed 
outcomes that were examined in this study. An explanation for why LMX mediates these 
antecedent-outcome relationships can be justified by Relational leadership concept (Popper, 
2004; Bennis, 2007). Relational leadership theorists argue that the relationship developed 
between leaders and followers is vastly important to follower outcomes, further suggesting that 
leadership is socially constructed (e.g., Brower et al., 2000). Therefore, focusing on aspects of 
the leader, follower, or situation in isolation would be inadequate in explaining leadership 
outcomes. Uhl-Bien (2006, p. 671) stated that leadership is based on relational basis, and cannot 
be captured by examination of leader or follower attributes alone”. The results of the mediation 
analysis provide empirical support for this theoretical argument.  
 
One of the most interesting findings of this study was that leader behaviours explained the most 
variance in LMX. When leaders engage in these behaviours and demonstrate them in their daily 
exchange interactions with their followers, it signals to followers that the leader is willing to put 
extra effort into the relationship, which is likely to encourage followers to reciprocate by 
providing more for the leader than is expected. Our results indicate that followers reciprocate in 
multiple ways which include showing confidence in their ability to perform the new assigned 
tasks, initiating proactive action to accomplish their duties, and showing less resistance to 




It can be seen from previous chapters that personal initiative and occupational self-efficacy are 
mainly related to their proposed antecedents (LMX dimensions) and proposed outcomes 
(employees’ willingness to accept occupational change). This kind of investigation has not been 
reported in previous studies. In view of this, the present study addresses the call for empirical 
examinations of the antecedents of proactive behaviour (Parker, Williams, & Turner, 2006; 
Crant, 2000) and also examines the role of proactive behaviour as a mediator between LMX 
dimensions and employees’ work-related attitudes. It contributes to the academic literature by 
linking the two bodies of knowledge, testing the mediating role of proactive behaviour for LMX 
and work outcomes. The mediation results stated earlier did not reveal much difference in the 
relationships between the antecedents and consequences of proactive behaviour. Proactive 
behaviour was found to be linked equally to the all proposed antecedents and consequences.  
 
This research found that the strength of the LMX roles has been accounted for by the separate 
influence of LMX dimensions on employees’ willingness to accept occupational change through 
proactive behaviour. The significant contribution in this area is investigating LMX dimensions 
with different sets of employee outcomes through proactive behaviour. This strongly provides 
evidence that investigation of the LMX dimensions reveals their power as an effective part of the 
leadership process in the Saudi workplace. Additionally, their role as meaningful indicators of 
proactive behaviour, that reflect critical individual quality, was supported.  
The results from path B indicated that the conceptualisation of leadership as a relationship may 
allow the movements in the background, the circumstances, that are reflected by the dimensions 
of the exchange in which the relations exist, to be seen more clearly. In this regard the 
conceptualisation of leadership as a relationship permits an integrative view of leaders, 
followers, and aspects of their relationships and thus reduces the need to give too much weight to 
the leadership style (Popper, 2004). This may provide direction to the current trend in LMX 
research of giving more weight to investigating the role of LMX dimensions in predicting 
effective work outcomes during organisational change.   
 
Sixth, a strong point of the research is that it brings empirical evidence from a relatively new 
cultural context taking into account the fact that most of the previous studies of LMX have taken 
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place in non-Arab countries. This is one of the very limited studies that investigated leadership 
effectiveness in Saudi Arabia and the only study that has conducted multiple mediation analysis 
to investigate the effectiveness of LMX roles in the Saudi organisational context.  
 
Seventh, according to a recent article published in Academy of Management Journal, the failure 
to find support for key theoretical arguments is in itself informative and rather stimulating and 
such findings are undoubtedly helpful in sustaining theoretical development (Geletkanycz & 
Bennett, 2012). In this regard, the non-significant mediation results regarding the role of LMX 
quality in mediating the relationship between paternalistic leaders’ behaviour and employees’ 
resistance to occupational change prove to the relevant academic scholars that paternalism does 
not necessarily predict employees’ attitudes towards occupational change in KAU even when the 
quality of the exchange relationships between employees and their paternalistic leaders is good.  
To reveal the ambiguity and lack of explanation of this result, qualitative data can be useful in 
this case. Through interviewing managers about their paternalistic treatment, and interviewing 
employees about their fear of task changes, researcher can draw conclusions about the linkage 
between paternalistic and employees’ resistance to occupational change and what factors that 
underpinning this linkage. This needs due consideration in future research.  
 
Finally, the results of the research should be of interest to a number of journals covering the 
topics of LMX, leadership behaviour, employees’ behaviour and attitude literature which 
include:  
Journal of Applied Psychology  Journal of Leadership & Organizational Studies, Leadership 
Quarterly, Journal of Management, Journal of Applied Business, Research, Academy of 
Management Journal,  Journal of Social Psychology.   The methodological implications of the 
current results are discussed below.   
 
6.2.2 Methodological implications 
 This study addressed the call to conduct more mediation analysis to investigate the potential 
predictive role of LMX (Chan & Mak, 2011; Hughes et al., 2010; Lo et al., 2010; Lee & Wei, 
2008; Sparr & Sonnentag, 2008; Wang et al., 2005; Hui et al., 1999). Although much research 
has been done on the relationship between leader-member exchange (LMX) and individual 
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outcomes, little attention has been paid to the mechanism underpinning this relationship. 
Therefore, the current research uses mediation analysis in the attempt to clarify this mechanism. 
The mediation analysis looked at LMX as a unique process that transfer the influence from 
criteria to outcome variables.  
 
The significant methodological contribution of this study is that it introduces an innovative 
method of detecting multiple mediation paths into management literature. Mediation technique 
with multiple regressions was used (Preacher & Hayes, 2008a) in the current study. Several 
approaches have been suggested for assessing indirect effects in multiple mediator models: the 
causal steps criteria (Barron & Kenny, 1986; Judd & Kenny, 1981), elaborations of the product 
of coefficients strategy (Sobel, 1982), and resampling methods. Causal steps and the product of 
coefficients strategy have received many criticisms (Preacher & Hays, 2008b). The criticisms 
include the following. First of all, they do not directly address the central question of mediation. 
They do not consider the estimate of the indirect effect, nor is there a standard error for this 
effect that permits direct investigation of statistical significance (Preacher & Hays, 2008b). 
MacKinnon et al. (2004) empirically compared bootstrapping to the traditional product of the 
coefficient approach in a large-scale simulation study and found that bootstrapping provided 
more accurate Type I error rates and greater power than the product of coefficients strategy and 
other competing methods. According to Preacher and Hayes (2008a) there are very few studies 
that used the bootstrapping strategy to reach conclusions about the mediation results. Thus, this 
research tries to bridge this gap in the mediation literature and to make some methodological 
contributions by serving as a good example of using bootstrapping as a “superior” approach to 
mediation analysis (Preacher & Hays, 2008b), and shows the ability of the bootstrapping method 
to generate accurate indirect effect results over the product of coefficient methods.  
 
Concerning the mediation analysis, to the best of the researcher’s knowledge, this is the first time 
that the four dimensions of LMX and two aspects of employees’ proactive behaviour have been 
investigated as multiple mediators. This may contribute to the current LMX and proactive 
behaviour literature by adding a new area of investigation. The use of LMX quality, based on 
four dimensions, as a multiple mediator can aid in explaining the underpinning of the leadership 
relational process. Additionally, the use of the joint effect of more than one aspect of proactive 
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behaviour to predict various employee outcomes can reveal the importance of these critical 
behaviours in explaining the extent of individual effectiveness in the organisational change 
context.  Finding such a mediator role for proactive behaviour can help in further explaining the 
processes underlying the indirect effect of LMX dimensions that motivate the initiation of 
employees’ critical attitudes to occupational change by enhancing their proactivity. .  
 
The current research has found 21 significant mediation results which can be classified as full 
and specific. The mediation analysis that was used has the ability to differentiate between full 
and specific mediation relationship according to the contribution of the proposed multiple 
mediators to the mediation relationship. This may add value to the mediation investigation in 
explaining the process of the relationships between the variables rather than investigating only 
direct relationships between them.  Conducting new research to investigate the potential role of 
LMX dimensions and aspects of proactive behaviour as full or specific mediators to predict 
individual effectiveness in the workplace is a rich research area.  
 
6.2.3 Practical implications and recommendations  
Overall, the proposed LMX roles in paths A and B have reported significant results in predicting 
employees’ proactive behaviour and willingness to accept occupational change. To practically 
benefit from the findings regarding these two roles in the Saudi workplace, this study suggested 
roadmaps that identify conditions necessary to successfully attain high LMX in King Abdul-Aziz 
University (KAU), and recommends several steps which are necessary to achieve this. These 
roadmaps are based on two proposed paths of the research model that present the LMX roles 
(Roadmaps A and B). This study therefore strengthens the case that the LMX roles proposed in 
the research model (see chapter two, section 2.5) have been found to be valid in the Saudi 
organisational context. The proposed model of LMX roles can be used as a diagnostic tool to 
help to understand its effectiveness in encouraging employees’ proactive behaviour and 
willingness to accept occupational change to face the challenge of moving towards employees 
having a greater capacity to tackle the changing demands in their occupations in order to 
successfully implement organisational change. Higher quality LMX has been linked to a number 
of benefits for organisations. Both managers and employees within organisations need to be 
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educated on the need to and benefits of establishing and maintaining high quality LMX 
relationships, especially during times of organisational change.  
  
These results have practical implications that can be beneficial in increasing leaders’ 
effectiveness in organisations in an organisational change context if they have the ability to 
encourage all of their employees to be “in-group” members.   
 
Briefly, the findings indicate that organisational changes may evolve more smoothly in work 
contexts that are characterised by high quality LMX relationships (Van Dam et al., 2008).   More 
specifically, this study suggested that employees’ behavioural and attitudinal outcomes during 
times of organisational change are stronger under certain conditions. These conditions can be 
translated into practical steps in the suggested two roadmaps below (see figures 6.2 and 6.3). 
From the practitioners’ perspective, it will be of great benefit to organisations if they translate 
these findings into actions by following some managerial tactics.   This will provide a better 
understanding of the requirements for superior social exchange relationships in the Saudi 
organisational context and will also inform management about which practices should be 
employed for this purpose.  
 
To begin with LMX has been reported as being of high quality among KAU participants. Thus 
they can be classified as ‘in-group” members.  Accordingly, managers need to be aware of how 
to maximise and maintain high quality LMX relationships among their employees for longer 
periods of time. Graen (2004) emphasised that managers should offer the opportunity to develop 
high quality LMX relationships to all of their employees. It should be realised that the 
competence of a manager depends upon the competence of the employees; therefore developing 
more high quality LMX relationships with members will enhance the manager’s job competence 
and overall success of the organisation. Therefore, it is especially important for managers in 
addressing poor LMX quality to consider how to deal with members with low levels of LMX and 
to increase their opportunities to improve the quality of their LMX with their leader over time.  
 
For this purpose therefore the research model is translated into a roadmap with a series of routes 
that can be travelled in different directions which will allow the research findings to be put into 
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practice. These roads illustrate first the practical meaning of the research findings and then focus 
on the influencing factors that should be worked with and the tactics that should be followed to 
implement the practical meaning of the findings. The next section describes these roadmaps.  
 
1) The first route (roadmap A): The power of LMX quality based on paternalistic and 
“empowerment” treatment to produce healthier employee behaviours and attitudes during times 
of organisational change 
 
Leadership behaviour has remarkable results in enhancing LMX quality in the Saudi workplace. 
Thus LMX quality has the ability to enhance key work-related behaviour and attitudes during 
times of organisational change among Saudi employees. The findings suggested that adopting 
high quality social exchanges based on paternalistic and empowering variables can be seen as a 
process that will be welcomed in the Saudi context, especially in the context observed by the 
present study where the employees face changes in their occupations and need to embrace 
organisational change. At the interpersonal level, leadership style is critical to the 
implementation of any organisational change initiative (Douglas, Ferris, Buckley, & Gundlach, 
2003). 
As mentioned previously, the current study makes an important contribution to the understanding 
of how leadership styles and LMX can have significant impact on employees’ behaviours and 
attitudes. All in all, this study suggests that managers in KAU should seriously look at their 
leadership styles, as they play an important role in motivating and inspiring employees.  
This study may be useful to those such as managers who are in positions of influence in helping 
them understand more clearly the basis of their own actions. Thus, organisations that are serious 
about positive work outcomes should be more cognisant of the importance of applying effective 
leadership styles. 
 
The overall mediation findings on LMX quality regarding paternalistic treatment and employees’ 
occupational self-efficacy, and empowerment practices and employees’ personal initiative and 








Figure 6.2: Roadmap A: LMX quality based on paternalistic treatment and empowerment 
practices for healthier employee behaviours and attitudes during times of organisational change. 
 
Paternalistic treatment 
enhances LMX quality 
which in turn  enhances 
employees ' OSEF 
The focus will be on: 
The positive influence 
of Managers' 
Paternalistic Behaviour  
on LMX Quality 
Empowerment practices 
enhance LMX quality, 
which in turn enhances 
employees' personal 
intiative and reduces their 
resistance to occupational 
change  
The focus will be on: 
The positive influence of 
Managers' Empowerment 
Behaviour  on LMX 
Quality 
Practical implications Key practical factor(s) 
• 1)Tailored training programme          
on paternalistic treatment and 
empowerment practice 
• 2) Verbal and tangible rewards 
• 3) Recognising and defending 
employees' actions 
• 4) Essential requirements (e,g, 





From what has been illustrated in the above roadmap A (see figure 6.2),  managers in an 
organisation can help to create and maintain strong interpersonal relations based on affect, 
loyalty, contribution, and professional respect by offering paternalistic treatment. This may result 
in effective employee outcomes. The first outcome is employees’ occupational self-efficacy. 
LMX quality based on paternalistic treatment will help to build up high levels of self-efficacy 
among employees when they perform their tasks. The findings introduced here connect 
important organisational variables – paternalistic treatment, LMX quality (integrated effect of 
LMX dimensions), and employees' self-efficacy – essential elements that can help facilitate the 
employees in carrying out their duties 
 
More practically, if managers in an organisation have faith and are confident in the employees’ 
abilities to successfully complete their tasks, this will be positively reflected by high levels of 
employee competence in organisations.  Especially in times of increasing amounts of 
organisational change, it is necessary for organisations to prepare their employees for changes in 
their duties (Schyns, 2004). One route in the roadmap presented above shows the important 
effect of paternalistic leadership on employees’ occupational self-efficacy via LMX quality. This 
emphasises the importance of the workplace context that is characterised by affect, loyalty, 
contribution, and professional respect in translating the influence of paternalistic managers into 
employees’ self-efficacy in the context of organisational change. This was proved to be 
meaningful in this study.  Organisations that plan change need to pay particular attention to their 
employees’ self-efficacy. This can be done through training their leaders on how self-efficacy 
can be positively influenced in a working context based on high-quality intrapersonal 
relationships. First, a training programme should be provided on specific leader behaviour which 
can be extrapolated from the features of the traditional father figure (caring, supporting, 
defending, and treating others in a sensitive way). Moreover, a training programme should be 
provided that facilitates implementing these aspects to build up employees’ efficacy in 
performing their tasks.  A paternalistic leader can provide opportunities for mastery experience, 
for example through the way he or she assigns tasks. This can be done prior to occupational 
change.  Assignment of tasks involving great responsibility not only leads to the opportunity for 
mastery experiences but also implies that the supervisors trust the employee as far as his/her 




In addition, it could be important for organisations to identify employees with high self-efficacy 
as they are probably more willing to accept change and are better able to adapt to it (Schyns, 
2004). They could serve as change agents for their colleagues and subordinates. The model 
presented here can thus be helpful in organisational change processes. It is reasonable to expect 
that when the nature of the exchange relationship is based on strong paternalistic affection, 
employees will be motivated to perform their task activities to the best of their abilities.   
 
In addition, managers’ empowering practices can also include maintaining strong interpersonal 
relations based on mutual affection, loyalty, contribution, and professional respect. This may 
encourage employees to self-initiate change at their level and may reduce their resistance to 
changes in their duties. 
 
Practically, the findings point to the fact that organisations should not just train managers to 
improve the quality of their LMX relationships with employees or to implement paternalistic and 
empowerment practices; they need to do both for different reasons to achieve different outcomes. 
In terms of the occupational self-efficacy outcome, this study observed the highest levels of 
occupational self-efficacy when LMX relationship quality was enhanced by paternalistic 
treatment.  This means that employees prefer paternalistic treatment to help them build up 
confidence in their abilities. In terms of personal initiative and resistance to occupational change, 
the practical focus for managers should be to practice empowerment to help their employees 
initiate actions to tackle change demands and to reduce any resistance that prevents them from 
accepting alterations in their current duties. 
 
These results suggest that managers should focus on improving employees’ perceptions of their 
effective contribution to the exchange relationship between them and their managers. This can be 
done by the managers recognising this contribution, for example with verbal or tangible rewards. 
By merely recognising their followers’ efforts and by honouring the promises of rewards made in 
exchanges with their followers, leaders are able to build a better quality exchange with their 
followers. Additionally, managers’ should show loyalty towards their employees, for example by 
defending their actions within the organisation.  Furthermore, managers can focus on LMX-
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Affect to establish a liking base in their exchange relationships with employees. In terms of 
paternalistic treatment, this can be done by showing emotional support and care, whereas 
empowering managers can empower employees and provide them with the essential 
requirements that facilitate them carrying out their duties. For example, they should provide 
them with budgetary support, equipment, information, and attractive task assignments (George & 
Hancer, 2005). 
 
At the organisational level, top management should encourage and provide sufficient training for 
executive managers to learn and improve their ability to correctly evaluate which leadership 
styles are appropriate to their power status to increase the chances of achieving the desired 
outcomes. Derived from the concept that leadership can be taught, it is believed that this can be 
brought about by creating the awareness of the importance of effective leadership through 
training and development programmes which incorporate leadership elements for the 
professionals. Practically, the research has shown that if supervisors maintain a good relationship 
with their subordinates, the subordinates are likely to develop the desired organisational 
outcomes.  More importantly, it allows management to control and accurately predict employees’ 
behaviours and attitudes by using the appropriate leadership styles to successfully target 
outcomes such as occupational self-efficacy, personal initiative and resistance to occupational 
change. 
 
In general, the practical implications of our study are not limited to improving the quality of the 
exchange relationship with subordinates. As noted in the introduction, there is ample evidence 
that LMX is related to leadership effectiveness. Many studies have found a positive correlation 
between relations-oriented behaviours and indicators of effective leadership (e.g., Yukl et al., 
2009; Mahsud, et al., 2010; O’Donnell et al., 2012). It would also be beneficial for human 
resources management to hold regular leadership training sessions to educate managers on LMX 
theory and the many antecedents and outcomes of LMX. Relations-oriented behaviours can be 
improved in an organisation with the procedures used to develop, assess, and reward leaders. 
Management development programmes and executive coaching can be used to improve 
interpersonal skills. Multisource feedback programmes and leadership training can be used to 
improve the leader’s ability to use good practice in their behaviour to improve relations with his 
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or her subordinates (Mahsud et al., 2010). Paternalistic values and empowerment practices can 
be included in the criteria used to assess managerial competence and select top executives. 
Additionally, managers can be advised to provide a high level of caring and supportive 
behaviour for young workers at the early stages of their career to maintain longer high quality 
LMX. Furthermore, managers should be trained to expand the “in-group” membership. To 
accomplish this, supervisor should be encouraged to establish a feedback-seeking environment 
(Lee, Park, Lee, & Lee, 2007) to share high quality information (Sias, 2005), and to delegate 
additional responsibility and encourage autonomy among subordinates in low quality LMX 
relationships (Lee, 1999). Organisations should endeavour to select and nurture paternalistic and 
empowerment leadership qualities among leaders to improve the targeted behaviour and attitudes 
of employees. This can be achieved through more stringent interviews and adequate training in 
leadership. Bennis (2007, p. 3) argued that, “in its simplest form leadership is grounded in a 
relationship” and it is important for us to keep that in mind with regard to the development of 
leaders. The focus on training supervisors in these behaviours may be an effective way to 
promote LMX quality. However, how do we train leaders to develop and maintain high-quality 
relationships with their followers? Graen, Novak, and Sommerkamp (1982) field experiment 
represents one of the few studies that attempted to “train” managers to develop high-quality 
relationships. More studies in this area would be beneficial for LMX theory and practice as well. 
 
High-quality exchanges require the combined efforts of leaders and followers, but the 
responsibility for fostering and nurturing the exchange process lies more with leaders than 
followers (Basu & Green, 1997). Therefore, the contribution of paternalistic and empowering 
leadership behaviour is essential in this case. With high levels of exchange being attained, 
followers are more likely to reciprocate by showing the desired behaviours and attitudes.  
 
2) The second route (roadmap B): The power of LMX dimensions - social- and task- related - to 
produce healthier behaviour and attitudes during times of organisational change.  
 
The results provide evidence of the predictive validity of the four dimensions of LMX. 
Predominantly aspects of employees’ proactive behaviour and willingness to accept occupational 
change were predicted equally by LMX-Affect, LMX-Loyalty, LMX-Contribution, and LMX-
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Professional Respect.  LMX dimensions have been regarded here as determinants of employees’ 
proactive behaviour and this in turn have been regarded as determinant of employees’ 
willingness to accept occupational change. This means that all of the variance in the criteria 
variables was explained by the four dimensions.  
 
Employees’ proactive behaviour can be enhanced by LMX dimensions, and these may be 
considered as determinants of employees’ willingness to acceptance occupational change. In 
light of this, the focus should be on enhancing the relational and task-oriented aspects of the 
exchange relationship between managers and their employees. This may be enhanced by a HRD 
programme that provides social training programmes to promote enrichment of the liking, 
loyalty, contribution, and respect areas.  The dominant thought in the previous roadmap was 
leaders’ paternalistic and empowering behaviour and its influence on LMX quality, while in this 
roadmap the dominant thought is the independent influence of LMX dimensions on employees’ 
proactive behaviour. In this roadmap, managers and employees are responsible together for the 
improvement of LMX dimensions in their interpersonal relationships. These day-to-day 
interactions can affect employees’ proactive behaviour and willingness to accept occupational 
change.  In turn, this may indirectly influence the overall effectiveness of the implementation of 
organisational change. The current findings indicate that organisational changes stand a better 
chance of gaining employee acceptance in work situations that are characterised by close and 
supportive relationships between leaders and subordinates. For this purpose, each party in the 
dyad may be involved in a customised training programme that targets effective ways of 
enhancing mutual affect, loyalty, contribution, and professional respect between the managers 
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Figure 6.3: Roadmap B: LMX dimensions: social and task related power for healthier behaviour 
and attitudes during times of change. 
 
The above roadmap (see figure 6.3) illustrates that the variance in criteria variables is predicted 
equally by LMX dimensions through employee proactive behaviour variables. Each of LMX 
dimensions has an influence meaning that they may work as motivational factors that strengthen 
the overall LMX.  High quality exchanges require the combined efforts of leaders and followers 
and the responsibility of fostering and nurturing the exchange process lies with both of them.  
With high levels of exchange being attained, followers are more likely to reciprocate by being 
proactive and showing willingness to make the necessary transitions in their jobs.  
The nature of the social relationships in the workplace can lead to the development of 
employees’ proactive behaviour and therefore their willingness to accept occupational change. 
From the respondents’ point of view, positive exchange relationships with their managers (high 
in affect, loyalty, contribution, and professional respect) in the organisational context have the 
power to encouraging employees to behave more proactively and show willingness to implement 
any changes in their current tasks required by new situations.  In KAU which is a public sector 
Practical implications Key influence factor(s) 
Recommendations 
• Tailored training 
programme targeting 







university in Saudi Arabia, these powerful exchange factors are reflected in the close social 
interaction among employees and their managers and work as key predictor tools for better 
employee work-related behaviour and attitudes.  
 
Regarding training and development of social skills, more attention must be given in this area in 
KAU to building up effective LMX that contributes to heightening employees’ proactive 
behaviour and willingness to accept occupational change.  This can be done through the 
employees and their managers by enrolling them in customised training programmes that target 
each LMX dimensions. Recent study by Schyns, Tymon, Kiefer and Kerschreter (2012) focused 
on involving followers in leadership training interventions. They demonstrate that followers can 
provide contextual information and can reveal their expectations about their leader. This can 
consider a rich source of information that can be used in the design of new leadership training 
programme. For example, in KAU case, a training programme can be provided which focuses on 
ways to build up mutual affection and loyalty between employees and their managers. This can 
be designed on the basis of the point of view of each of the two parties, such as how they 
demonstrate and perceived loyalty and liking in practice, and accordingly customised training 
programmes that show ways of enhancing these exchange aspects can be developed. 
  
A key component of the LMX relationship is the social exchange process whereby leaders and 
members are expected to contribute valued resources to the exchange. Because of their resource 
position leaders have far more than members to offer. Members, especially employees, have only 
their trust, loyalty and commitment to exchange (Douglas et al., 2003). 
 
Employees and their managers may benefit from training programmes that target each of the 
LMX dimensions. This will help managers to be aware of how they relate to their employees, 
and of the importance of being sensitive to whether some employees are receiving special 
attention and other employees are not. Additionally, this will teach managers to be fair to all 
employees and allow each of them to become as involved in the work of the unit as they want to 
be. The study provides new insight into social psychological processes that are in operation when 
LMX theory is exercised. According to the current findings, it is possible for the leaders to use 
either the social related LMX currency (affect, loyalty, and professional respect) or the task-
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related currency (contribution) routes to influence employee work-related behaviours and 
attitudes. It is of great importance to direct the managers’ attention to the importance of 
communication in the leadership process. Through learning the effective roles of 
communications, the dimensions of LMX may be easily enhanced.  
 
Depending on the current requirements the leaders can be appropriately trained in these 
dimensions of LMX. Overall, the contributions and the practical implications of this research 
should be viewed in the light of several limitations. The study limitations are discussed in the 
following section.  
6.3 Limitations and Directions for Future Research 
Although this study makes a number of contributions to the existing literature, there are some 
limitations that need to be acknowledged. Before discussing these limitations, it is to be said that 
these limitations can mostly be accounted for by time constraints with lack of time being seen as 
the main generator of these limitations in the first place.  With more time for investigation, more 
information to fill gaps in the current research could have been obtained. Other general 
limitations were associated with the questionnaire distribution process where there were some 
limitations with access. The researcher faced some difficulties when distributing the 
questionnaires to the male section (due to cultural restriction), and to the academic employees 
(due to their limited availability in their offices during the time of the distribution of the 
questionnaires).  This reduced the number of responses from males and from the academic staff. 
Thus, the research sample is largely represented by females (83.3%), and administrators (79.7%).   
This affected the generalisability of the results to be limited to the surveyed employees.   
 
 Nevertheless, every care was taken in structuring this research so that the above major 
constraints did not significantly affect the contribution. This study can make a significant 
contribution to the development of the literature on LMX, leadership behaviour, and employees’ 
proactive behaviour and attitudes to change. However, this study has a number of limitations that 
must be recognised and which could also suggest areas of further research. These limitations can 
be classified based on three points: data collection and sampling strategy, statistical analytical 




A) Data collection and sampling strategy  
 
On one hand, the mediation hypothesis was tested at the individual level; thus all the data was 
collected from the employees’ point of view for the independent, mediator, and dependent 
variables. Using one source of data may generate unreliable (biased) data. The current research 
relies on employees’ rating of LMX antecedents (leadership behaviour) and on self-reported 
assessments of LMX outcomes (employees’ proactive behaviour and willingness to occupational 
change aspects) and on employees assessment of LMX quality, which means values for some 
relationships could be inflated because of common-method variance. This is because of time 
constraints which prevented the researcher from investigating the managers’ points of view 
regarding the same set of data. Limiting the mediation analysis to data based only on employees’ 
perceptions, the ratings of a leader’s behaviour may be biased by employees’ general evaluation 
of the leader. Additionally, self-assessment of employee outcomes is also subject to bias.  The 
current research used the self-other ratings of leaders’ behaviour and some of the employee 
outcomes (two indicators of employees’ adaption of task change; employees’ occupational 
efficacy and resistance to occupational change) to minimise biases and used the results to 
interpret and make sense of the mediation findings. Although the researcher collected supportive 
data taken from the managers’ point of view which rated their behaviours and employees’ 
efficacy and resistance to occupational change, the data were not nested. Unfortunately some of 
the leaders had only one follower responding, nesting was rejected as a valid approach. This 
prevented the research from employing any multilevel analyses. This research suggests the use of 
multilevel analysis to combine the two views in one analysis as a better approach for future 
research that might be conducted into similar mediation relationships.  Thus, the conclusions 
could be strengthened by a multi-trait/multi-method approach (Podsakoff, MacKenzie, Lee, & 
Podsakoff, 2003). Moreover, the research recommends that more studies include leader 
perceptions of LMX as well as studies that examine leader-member agreement on LMX are 
needed.  
Nevertheless, the researcher believes that common-method variance is unlikely to be a major 
threat here. The current findings suggest that the use of only self-reported data is unlikely to 
threaten the study’s validity. As discussed in the methodology chapter, the researcher took steps 
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in the design of the study and in the statistical analytical approach to minimise biases (see 
chapter 3). Podsakoff et al. (2003) suggested that to limit method variance in the same source 
data, protecting the anonymity of the respondents is essential. The current research followed this 
recommendation in the design of the survey. Additionally, confirmatory factor analysis was 
conducted on all the items used in the scales. Emergence of unique factors and all the items 
loading on their respective factors provide evidence of construct validity and lower the 
possibility of evidence against common method bias.  
 
In addition, the current investigation has only taken place within one organisation, which may 
limit the generalisability of the current results and may limit them to the organisation under 
investigation. The study has relied on sampling drawn from a public sector educational 
institution in Saudi Arabia: KAU.  Thus the findings cannot be generalised to other public 
sectors. Additional research needs to focus on expanding the population to include diverse types 
of public sector organisations and different types of organisational changes in the Saudi context 
in order to collect more and richer data. In addition, comparative studies across professions, 
cultures, and various government departments are also needed in order to truly understand many 
of the constructs included in this study and the relationships within them.This may help in 
examining the effective role of LMX quality in the changing organisational environment in 
Saudi Arabia.   
 
The data were collected only in a non-profit organisation in Saudi Arabia. Although the study 
provides a wider application in a non-profit organisation examining the LMX effect, an 
extension of LMX theory cannot fully be generalised to the business sector in Saudi Arabia. 
Future research should extend the proposed LMX model to other work contexts. Furthermore, 
due to the time constraints, this research only examined LMX roles in one public educational 
institution in Saudi Arabia (KAU) which was located in the Western Region of Saudi Arabia. It 
is critical that future LMX research should be conducted in various public organisations, as well 
as private ones. For example, it would be important to discover whether future LMX research 
would yield similar results among other business and private sector organisations in Saudi 




Additionally, as Saudi Arabia has five different regions - Eastern, Western, Northern, Southern, 
and Central Region – it would be important to target public and private organisations in 
geographic locations other than the Western Region where the empirical study has been 
conducted. It is possible that other geographic locations would have other individual and 
organisational structures in place. These structural differences could possibly have a major 
impact on LMX development. Future LMX research should also gather data from more than one 
organisation from different regions in Saud Arabia in an effort to make useful comparisons 
between organisations, as well as achieve a more representative sample of the targeted Saudi 
organisational context and Saudi culture. 
 
On the other hand, although this study is quantitative in nature, it relied on non-probability 
sample strategy to collect the required data. This is due to the difficulty in obtaining a sample 
frame that includes all KAU occupational numbers. This hindered the current research in using 
the probability technique to choose the participants.  Use of the probability technique in choosing 
the sample can ensure equity in selecting the participants which may enable the researcher to 
make a generalisation from the research findings. Thus, the current study is limited in terms of 
making a general inference to the current population. In light of this, although the researcher has 
used the phrase “Saudi employees” throughout the discussion and the implications sections, she 
means the employees who have been surveyed. The researcher believes that the non-probability 
sampling strategy is unlikely to be major threats here because of the large sample size that was 
obtained to test the mediation hypotheses (433 participants) and the bootstrap resample strategy 
that was used to conclude the mediation effect. Another limitation related to the current samples 
(employees and managers) is that the investigation was conducted in a single organisation. 
Because the researcher chose to use a single organisation, generalisations beyond this 
organisation may be problematic.  
 
 Additionally, the research relied on collecting quantitative data from the sample of managers 
using surveys. Due to the time limitation, the questionnaire was the right vehicle for the 
researcher to use to survey the 101 immediate managers of the participants. Similar data could be 




B) Analysis approach and statistical analytical techniques for hypothesis testing 
 
This study used a cross-sectional design to test the proposed mediation hypotheses. Although the 
cross-sectional design may prohibit the drawing of conclusions about causality, the use of 
mediation analysis helped in identifying the casualty in the relationships between the variables 
and this issue was somewhat mitigated by the inclusion of a number of antecedents and 
consequence variables in the model.  
 
In light of this, the use of longitudinal methodology may be particularly useful in investigating 
mediation hypotheses regarding LMX quality in the Saudi workplace to understand its nature 
and the development phases of the exchange. This is because longitudinal studies are likely to 
provide insight into the dimensionality of LMX and how dyadic relationships develop over a 
period of time (Bhal & Ansari, 2007). Moreover, an adequate test of mediating effects requires a 
longitudinal study with repeated measures (Rosopa & Stone-Romero, 2008).  It would be 
interesting for future research to replicate this study in a longitudinal design to determine if the 
findings on the mediation relationships tested are likely to be sustained. This would help to 
answer the questions related to how LMX relationships develop and how this relates to the 
antecedent and outcome variables during times of change. 
 
Two alternative statistical approaches were considered in this study: multiple mediation analyses 
with regression and multiple mediation with structural equation modelling (SEM).  SEM requires 
familiarity with software such as AMOS.  The researcher was under time limitations that 
prevented her from using new statistical techniques, and the design of the mediation hypotheses 
fitted well with the regression technique provided by SPSS software.  The current study used 
multiple mediation with regression analysis based on the macro provided by Preacher and Hays 
(2008a) which is compatible with SPSS software.  The macro includes the product of coefficient 
and the bootstrapping/resampling tests and it provided and illustrated the results for both tests. 
However, the concluded results, regarding full mediation, were based on the 
bootstrapping/resampling results because of the macro’s accuracy in Type 1 error rates and its 
power to detect indirect effects (MacKinnon et al., 2004). Preacher and Hays’ macro is a single-
step multiple mediator model. It takes only a single step from X to Y through the proposed 
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mediators. Therefore, many mediation tests were performed separately to generate 22 mediation 
results in total. On the other hand, structural equation modelling (SEM) can perform all the 
mediation relations in a single step. However, prior steps to model the variables in these 
relationships are required. SEM can be an alternative in testing the current proposed mediation 
hypotheses if the proposed multiple mediators in each mediation path affect each other and if the 
study includes latent variables. This study does not have mediators which affect each other nor 
does it have latent variables (all the variables were observed directly), so testing the mediation 
with regression analysis was appropriate. This study makes a suggestion for future research into 
similar mediation relations in the Saudi workplace context using SEM techniques to see if 
alternative statistical techniques can predict more accurate results.  Before any alternative 
technique is used there must first be careful consideration of the requirements that are needed to 
model the variables.    
 
C) Relationships between variables, and measurements   
Other limitations that needed to be acknowledged were some issues related to the study 
variables. First, the research faced difficulties in searching for instruments to test the individual 
resistance to occupational change constructs. A considerable number of the available instruments 
are designed to test employees’ resistance to change in organisations in general (e.g., Oreg et al., 
2009) or are focused on resistance to change as the main variable (e.g. Oreg, 2003; Oreg, 2006). 
Accordingly, this study used specific items from Oreg (2003) to test the current resistance to 
occupational change constructs. These items are related to task and individual level changes. In 
order to ensure validity and reliability, these items have been tested once in a pilot study and 
once in the main study. The pilot test gave confidence for using this instrument in the main 
study. The reliability values were (α =.749; employees data) and (α =.836; managers data) in the 
pilot test and (α =.812; employees data) and (α =.878; managers data) in the main study. 
Moreover, the factor analysis has reported high significant results in both studies (see chapter 
three, section 3.10.2 and 3.12.1). Therefore, because of the high reported reliability and validity 
of this instrument in the current study, this is unlikely to be a major concern here.  
 
On the other hand, as mentioned before, LMX was measured in this study with the 
multidimensional view of LMX (Liden & Maslyn, 1998). This was based on the employees’ 
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points of view regarding the exchange relationships between them and their managers.  Various 
LMX data collection instruments need to be targeted for future LMX research. This research 
suggests examining LMX from the points of view of both parties in the dyad. While permission 
to use the LMX-MDM strictly (Liden & Maslyn, 1998) was given for the present study, it will be 
important to introduce similar, but different LMX measures, depending on the referent and type 
of research being conducted. For example, it might be meaningful to develop new LMX-type 
scales for the Saudi organisational context using the managers and employees as the referents. 
These varied LMX scales can be especially flexible data collection instruments depending on the 
type of LMX research being conducted. This may help improve the construct validity of LMX 
measurements.  
 
The finding that warrants further investigation is that paternalistic leadership did not explain any 
variance in resistance to occupational change. Future research might consider what additional 
variables, whether acting independently or in concert with paternalistic leadership, affect 
individuals’ behavioural support for change. For example, future research may investigate other 
related variables, such as trust in management (Van Dam et al., 2008), as well as exploring the 
potential influence of all aspects of paternalism (Farh & Cheng, 2000; authoritarianism, morality 
and benevolence) and make use of other measurements of paternalism that include all these 
aspects.  
 
Additionally, this study examines whether there is a relationship between paternalistic 
empowerment leadership, and LMX and personal initiative, occupational self-efficacy, 
preparedness for occupational change, employability orientation, and resistance to occupational 
change and found support for some of these relationships.  The current study finds that LMX 
plays an important role regarding leadership behaviour and critical employee outcomes during 
times of organisational change. There is still a research gap for strengthening the mediating 
mechanisms of LMX quality. Future research should further extend the mediating mechanism 
effect of LMX quality on employee outcomes. Based on the current results from path A, it will 
be of importance that future research investigates the joint effects of paternalistic and 
empowering leaders’ behaviour through LMX quality on employee outcomes using another 
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mediation analytical technique that enables the examination of two independent factors at the 
same time such as SEM.  
  
Each of the LMX dimensions has reported a significant influence on the same set of variables 
during organisational change in the Saudi work setting. Future research should further be 
extended to investigate the effect of LMX dimensions on different kinds of employee outcomes 
during times of change as all of the behavioural and attitudinal outcomes in this study are 
assumed to be preconditions to successful implementation of organisational change. Future 
research may further investigate employees’ behaviours and attitudes during the organisational 
change process, for example, during mergers (e.g. Van Dam et al., 2008). 
 
The results in this study and the difficulty of finding full theoretical support for all the 
hypotheses suggest the need to extend LMX theory to include antecedents and explain their 
effects. The theory needs to explain more clearly how different leadership behaviours influence 
the development of an exchange relationship, and how values and interpersonal skills affect the 
leader’s behaviour.  
 
Another important point for future research is the relationships between LMX and demographic 
data. Demographic variables were not investigated in the current study due to the scope of the 
study. It will be extremely important for future LMX research to focus on the inclusion of 
demographic data as control variables (i.e. age, work experience, gender) when building a 
theoretical model and relevant research questions and hypotheses.  
 
This study is about LMX roles in predicting employee outcomes. Thus, the emphasis has been 
put on these roles in proposing the mediation hypotheses and discussing the mediation results. 
However, as has been motioned earlier, proactive behaviour reported highly significant results in 
playing a full multiple mediator role between all LMX dimensions and all employees’ 
willingness to accept occupational change. Therefore, it is of importance for future research to 
investigate the independent role of different aspect of employees’ proactive behaviour in 
mediation relationships that predicted host of employees’ attitudes in organsiational change 
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context. The mediator in these relationships could be the characteristics of the workplace such as 
organisational culture or LMX quality.      
 
Finally, the inclusion of multicultural issues in future LMX research in the private sector in 
Saudi Arabia is also important considering the lack of published LMX literature in this area on 
Saudi settings.  
 
These limitations are, however, counterbalanced by the strengths of this study. First, this study 
adds to the sparse literature on leadership behaviour influences on LMX development. Second, 
this is the first study to have examined the multiple mediation role of LMX quality (the 
multidimensional instrument of LMX) for leaders’ behaviour and employee outcome. Third, this 
is the first study to examine independently the influences of all LMX dimensions on employees’ 
attitude towards occupational change through the joint effects of proactive behaviours, namely 
personal initiative and occupational self-efficacy as a multiple mediator. Fourth, this is the first 
time that LMX antecedents and consequences have been investigated in Saudi organisational 
context.  Fifth, confidence in the model was reinforced by the goodness of fit test that revealed 
21 out of 22 significant and valid mediation results. Finally, the non-western sample (KAU) 
provides preliminary evidence of the cross-cultural generalisability of LMX and its potential 
intrinsic motivational implications for employee work attitudes and behaviours. 
6.4 Summary 
The current chapter gave the conclusion of the present research. This conclusion has been shown 
by illustrating the structure of the research and key findings. The concluded key findings reflect a 
substantial contribution to the current related research. These findings have been translated into 
practical terms that may be beneficial to KAU. These practical implications have been classified 
into three main areas: leadership behaviour and proactive behaviour outcomes in relation to high-
quality exchange, leadership behaviour and employees’ willingness to accept occupational 
change because of high-quality exchange, and LMX dimensions and employees’ willingness to 
accept occupational change in relation to proactive behaviour. Recommendations have been 
provided which KAU can consider putting into practice. Notwithstanding the substantive 
contributions which are given, the findings have some limitations. These limitations have been 
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illustrated and discussed, and future lines of research have been suggested. These limitations are, 
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 إستبانة الموظفين 
 بسم الله الرحمن الرحيم
 
 أختي الفاضلة، /أخي الفاضل
 .....السلام عليكم ورحمة الله وبركاتة
الفعالة  بين القادة و مرؤوسيهم لتعزيز السلوك الايجابي للتغيير   قياس تأثير العلاقات"لدراسة بعنوان بين يديك استبانة 
. في جامعة بورتسموث كجزء تطبيقي خاص برسالة الدكتوراة التي أقوم بإعدادها في مجال إدارة الموارد البشرية" التنظيمي
ك أي فقرة دون إجابة لأن ذلك سيفقد هذه الاستبانة قيمتها كأداة لجمع بيانات الرجاء الإجابة على كافة أسئلة الاستبانة وعدم تر
 .  الدكتورة برجيت سشن تشرف على الرسالة. الدراسة المطلوبة
آمل التكرم بالإجابة على الأسئلة المرفقة والتي ترتبط بموضوع الدراسة حيث أن لرأيكم الكريم دور كبير في معاونتي على 
وليس بها اي  بأن جميع المعلومات التي ستقدم ستحاط بالسرية التامة ولن تستخدم إلا لأغراض البحث العلميإتمامها، علما 
الاجابة على الاستبيان قد . مشاركتك في هذه الدراسة تطوعية ولك الحق في الانسحاب .ضرر مادي أو معنوي قد يمس شخصك
رفق وذلك للتأكيد على سرية المعلومات التي سوف تقدمها حيث أن يوجد مع الاستبانة ظرف م . دقيقة 10إلى  10يتطلب من 
في حالة وجود أي .  الاستبانة لن تفتح  إلا بيد الباحثة فقط، لذا أرجو وضع الاستبانة في الظرف المرفق وإغلاقها بنفسك
 . جزاكم الله خيراشاكرة لكم حسن تعاونكم و .استفسار الرجاء الاتصال بالباحثة على الايميل أو الهاتف الملحق
 lA.jeerA-ku.ca.trop@isamahs: إيميل
  0220020020: جوال
 ku.ca.trop@snyhcS.tigriB: إيميل المشرفة 
 
 . إعادة الاستبانة المجابة للباحثة في الظرف المرفق يعد موافقة على مشاركتك في هذه الدراسة: ملحوظة
 
 
 الباحثة                                                           
                                                                                                                        أريج عبدالرحمن الشماسي                                                           














 معلومات عامة  
 
 : الرجاء إختيار الإجابة المناسبة بالنسبة لك
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 20أقل من – 20 20أقل من  – 20
 
 
 20أقل من – 20
 
 








 المستوى التعليمي 













 سنوات الخبرة 
 أقل من – 0 سنوات 0أقل من 
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 20أقل من  – 00
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لا يوجد هناك إجابات صحيحة . يرجى اختيار إجابة واحدة فقط. الرجاء وضع دائرة حول رقم الحقل الذي يتفق مع إجابتك 
 .ما يهمنا هو رأيك فقط. أو خاطئة
 
 : ملحوظة هامة
 
من المقياس ) بوضع دائرة حول رقم الإجابة التي تناسبك(بالنسبة لأغلب أسئلة الاستبانة فأنه يرجى الاختيار -
 : التالي
 0= ، أوافق بشدة 0= ، أوافق 0= ، محايد 0= ، لا أوافق 0= لا أوافق بشدة 
 حسب ماهو موضح في كل جدول 
 
) بوضع دائرة حول رقم الإجابة التي تناسبك(يرجى الاختيار فقطفي أول جدول  أما في الجزء الثاني من الاستبانة-
 : من المقياس التالي
 0= ،  ينطبق تمامًا 0= ،   ينطبق بشكل جيد 0= ،  وسط 0= ،  ينطبق قليًلا فقط 0= لا ينطبق إطلاقًا 
 0.0حسب ما هو موضح في الجدول لسؤال رقم 
 
 المقصود الرئيس المباشر         الجزء الأول
 
 مع مرؤوسيه في مقر العمل )التعامل كأب مسؤول عن أسرة(سلوك القائد الأبوي 0.0


























 0 0 0 0 0 بجميع جوانب حياة مرؤوسيهيهتم  .0
 0 0 0 0 0 .يوجد جو عائلي في مكان العمل .0
 0 0 0 0 0 .يستشير مرؤوسيه حول أمور العمل .0
 0 0 0 0 0 . يعامل مرؤوسيه كأنه عضو من عائلة واحدة .0
 0 0 0 0 0 . يسدي النصيحة لمرؤوسيه .0
 0 0 0 0 0 .يتخذ القرارات بالمشاركة مع مرؤوسيه .0
مشاكل : على سبيل المثال(كل شئ عن مرؤوسيه عن قرب يعرف  .7
 ..).شخصية، حياة عائلية الخ 
 0 0 0 0 0
 0 0 0 0 0 .لا يمتنع عن إظهار العواطف كالمرح، الحزن، الغضب مع مرؤوسيه .8
 0 0 0 0 0 . يشارك مرؤوسيه مناسباتهم الخاصة .9
 023
 
احتاجوا يبذل قصارى جهده لإيجاد طريقة  لمساعدة مرؤوسيه متى  .20
 .المساعدة
 0 0 0 0 0
 0 0 0 0 0 .يتوقع من مرؤوسيه الإخلاص في العمل مقابل الاهتمام بهم .00
 0 0 0 0 0 . يساعد مرؤوسيه في تطوير أنفسهم عندما ينخفض مستوى أدائهم .00
 0 0 0 0 0 . يعتقد أنه الشخص الوحيد الذي يعرف ماهو الأنسب لمرؤوسيه .00
 
  
 :قرارات وأهداف العمل إشراك القائد لمرؤوسيه في 0.0
بالنظر الى أهمية مشاركة الموظفين في القرارات والأهداف والآراء المتعلقة بالعمل وتمكينهم لتحمل المسئوليات، كيف 


























 0 0 0 0 0 .معه في القرارات التي لها تأثير على العمليشركني  .0
 0 0 0 0 0 .يطلب رأيي .0
 0 0 0 0 0 . يسمح لي بإبداء الرأي في الأمور التي تتعلق بالعمل .0
 0 0 0 0 0 .يستشيرني بخصوص التغييرات الأساسية في عملي .0
 0 0 0 0 0 .يشجعني علي تحمل المسئولية .0
 0 0 0 0 0 . يسمح لي بوضع أهدافي الخاصة .0
 0 0 0 0 0 . يظهر الثقة بقدرتي على المشاركة في أهداف القسم  .7
 0 0 0 0 0 . يدعمني بقوة في وضع أهدافي .8
 0 0 0 0 0 . يثق بي ثقة كاملة .9
 0 0 0 0 0 . يستمع إلى مشاكلي وهمومي .20
في  يعمل معي على نحو فردي، أكثر من أن يعاملني فقط كعضو .00
 .المجموعة
 0 0 0 0 0
 0 0 0 0 0 .يسدي لي النصيحة متى ما احتجت إليها .00
 0 0 0 0 0  . مهتم فعًلا بنمو وتطوير مرؤوسيه .00







 :علاقتي الشخصية برئيسي 0.0

























 0 0 0 0 0 . أقدر رئيسي كثيرًا كشخص .0
 0 0 0 0 0 .أعتز بصداقتي برئيسي .0
 0 0 0 0 0 . رئيسي يملك الكثيرمن روح المرح مما يشجع على العمل معه .0
 0 0 0 0 0 .يدافع رئيسي عن أدائي في العمل أمام رؤسائه .0
 0 0 0 0 0 . يقوم رئيسي بالدفاع عني في حال تعرضي لنقد من قبل الأخرين .0
يقوم رئيسي بالدفاع عني أمام الأخرين في المنشأة في حال وقوعي في  .0
 . الخطأ
 0 0 0 0 0
أنفذ لرئيسي من الأعمال ما يفوق ما هو محدد في الوصف الوظيفي  .7
 . المعطى لي
 0 0 0 0 0
أنا على استعداد لبذل جهود إضافية أكثر مما هو مطلوب مني من أجل  .8
 . مصلحة العمل
 0 0 0 0 0
 0 0 0 0 0 . ليس لدي مانع في العمل بجهد أكبرتقديرا لرئيسي .9
 0 0 0 0 0 . أنا أقدرمعرفة رئيسي لوظيفته .20
 0 0 0 0 0 . أنا أحترم معرفة رئيسي لوظيفته وكفاءته في العمل .00
















 : الجزء الثاني
 
 :مبادرتك الشخصية في العمل 0.0





































 0 0 0 0 0 .المشاكل بقوة وا  رادةأواجه  .0
 0 0 0 0 0 . عند حدوث خطأ ما، أبحث عن حل مباشرة .0
 0 0 0 0 0 .  أغتنم الفرصة للمشاركة الفعالة في العمل .0
 0 0 0 0 0 .أؤمن بمبدأ المبادرة .0
استغل الفرص بسرعة للحصول على أهدافي من خلال تحقيق أهداف  .0
 .المنظمة
 0 0 0 0 0
 0 0 0 0 0 . عادة أعمل أكثر مما يطلب مني .0
 0 0 0 0 0 . أحقق الأفكار بطريقة جيدة .7
 
 :إيمانك بفعاليتك الذاتية في العمل 0.0
 كيف تقيم معتقداتك عن مدى كفاءتك في مكان عملك؟ 
























 0 0 0 0 0 .حالة مواجهة أي صعوبات في عمليأعتمد على نفسي وقدراتي في  .0
 0 0 0 0 0 . عادة ما أجد العديد من الحلول عند مواجهتي لمشكلة ما في عملي .0
 0 0 0 0 0 . بإمكاني التعامل مع أي شئ يواجهني في عملي .0
 0 0 0 0 0 . خبرتي في مجال عملي أعدتني بشكل جيد لمستقبلي المهني .0
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 0 0 0 0 0 .التي وضعتها لنفسيأقوم بتحقيق أهداف عملي  .0
 0 0 0 0 0 . أشعر بأني جاهز لمعظم متطلبات عملي .0
 
 الجزء الثالث
 : الاستعداد للتغيير التنظيمي  0.0

























 0 0 0 0 0 .أفضل عدم تغيير أسلوب عملي .0
 0 0 0 0 0 .أجرب عدة طرق لانجاز العمل بأفضل أسلوب .0
 0 0 0 0 0 .أحب تعلم أساليب جديدة في العمل .0
 0 0 0 0 0 .أكون قادر على التخطيط لإنجاز أعمالي .0
 0 0 0 0 0 .أي عمل أو مهمة من البداية وحتى النهايةأكون مسئوًلا عن إنهاء  .0
 0 0 0 0 0 .أكون قادر على إعطاء التعليمات للأخرين   .0
 0 0 0 0 0 . دائما ما أكون مسئوًلا عن نتيجة عملي  .7
 
 : المرونة الوظيفية 0.0

























في حال أن المنشأة طلبت مني أداء مهام مختلفة، فإني مستعد لتغيير  .0
 . مهام عملي
 0 0 0 0 0
أحاول الالتحاق بدورات تدريبية خارج مقر العمل لمساعدتي على إتقان  .0
 .عملي بشكل أفضل
 0 0 0 0 0
واماكن تغييرات في الاقسام : مثل(في حال حدوث تغييرات هيكلية  .0
 .أفضل البقاء مع زملائي) المكاتب
 0 0 0 0 0
 0 0 0 0 0 . أجد أنه أمر ضروري المشاركة في تطوير الأنشطة بصفة منتظمة .0
 0 0 0 0 0 . أنا على استعداد للبدء في وظيفة جديدة في حال طلب مني ذلك .0
 0 0 0 0 0 . أحب التجديد في العمل دائما .0
 423
 
 0 0 0 0 0 .  أحب العمل في وظيفتي و لا أرغب بتغييرها .7
 
 
 : مقاومة التغيير التنظيمي 0.0
 كيف تقيم ردة فعلك تجاه حدوث تغييرات في مكان عملك؟      

























 0 0 0 0 0 .  بشكل عام أعتبر التغييرات شئ سلبي .0
في حال إبلاغي بحدوث تغيير أساسي في إجراءات ومهام عملي، أشعر  .0
 .  بالتوتر
 0 0 0 0 0
 0 0 0 0 0 .عند إبلاغي بتغيير الخطط الحالية للمنظمة، فإني أتوتر .0
غالبا، أشعر بعدم راحة تجاه أي تغييرات حتى وا  ن كانت من المحتمل  .0
 . أن تؤدي إلى حدوث تطور في حياتي العملية

















 إستبانة المدراء 
 بسم الله الرحمن الرحيم
 
 أختي الفاضلة، /أخي الفاضل
 .....السلام عليكم ورحمة الله وبركاتة
الفعالة  بين القادة و مرؤوسيهم لتعزيز السلوك الايجابي للتغيير   قياس تأثير العلاقات"بين يديك استبانة لدراسة بعنوان 
. في جامعة بورتسموث كجزء تطبيقي خاص برسالة الدكتوراة التي أقوم بإعدادها في مجال إدارة الموارد البشرية" التنظيمي
ذه الاستبانة قيمتها كأداة لجمع بيانات الرجاء الإجابة على كافة أسئلة الاستبانة وعدم ترك أي فقرة دون إجابة لأن ذلك سيفقد ه
 .  الدكتورة برجيت سشن تشرف على الرسالة. الدراسة المطلوبة
آمل التكرم بالإجابة على الأسئلة المرفقة والتي ترتبط بموضوع الدراسة حيث أن لرأيكم الكريم دور كبير في معاونتي على 
وليس بها اي  بالسرية التامة ولن تستخدم إلا لأغراض البحث العلمي إتمامها، علما بأن جميع المعلومات التي ستقدم ستحاط
الاجابة على الاستبيان قد . مشاركتك في هذه الدراسة تطوعية ولك الحق في الانسحاب .ضرر مادي أو معنوي قد يمس شخصك
التي سوف تقدمها حيث أن  يوجد مع الاستبانة ظرف مرفق وذلك للتأكيد على سرية المعلومات . دقيقة 10إلى  10يتطلب من 
في حالة وجود أي .  الاستبانة لن تفتح  إلا بيد الباحثة فقط، لذا أرجو وضع الاستبانة في الظرف المرفق وإغلاقها بنفسك
 . شاكرة لكم حسن تعاونكم وجزاكم الله خيرا .استفسار الرجاء الاتصال بالباحثة على الايميل أو الهاتف الملحق
 lA.jeerA-ku.ca.trop@isamahs: إيميل
  0220020020: جوال
 ku.ca.trop@snyhcS.tigriB: إيميل المشرفة 
 
 . إعادة الاستبانة المجابة للباحثة في الظرف المرفق يعد موافقة على مشاركتك في هذه الدراسة: ملحوظة
 
 
 الباحثة                                                           
                                                                                                                        أريج عبدالرحمن الشماسي                                                           















 معلومات عامة  
 
 : يرجى إختيار الإجابة المناسبة بالنسبة لك
 
 العمر 
 20أقل من – 20 20أقل من  – 20
 
 
 20أقل من – 20
 
 








 المستوى التعليمي 













 سنوات الخبرة 
 أقل من – 0 سنوات 0أقل من 
 20
 
 00أقل من – 20
 
 
 20أقل من  – 00
 
 
 سنة فأكثر 20
 
 
   
 


















لا يوجد هناك إجابات صحيحة . يرجى اختيار إجابة واحدة فقط. الرجاء وضع دائرة حول رقم الحقل الذي يتفق مع إجابتك 
 . ما يهمنا هو رأيك فقط. أو خاطئة
 
 : ملحوظة هامة
 
 : من المقياس التالي) بوضع دائرة حول رقم الإجابة التي تناسبك(يرجى الاختيار -
 0= ، أوافق بشدة  0= ، أوافق  0= ، محايد  0= أوافق ، لا 0=  لا أوافق بشدة 




 :مقاومة المرؤوسين للتغيير": ولاأ
 


























بشكل عام، فإن الموظفين التابعين للقسم الذي أقوم بالإشراف عليه  .0
 . يعتبرون التغير شئ سلبي
 0 0 0 0 0
قد يشعر الموظفين التابعين للقسم الذي أقوم بالإشراف عليه بالتوتر في  .0
 . حال إبلاغهم بحدوث تغيير أساسي في أنشطة أعمالهم
 0 0 0 0 0
الذي أقوم بالإشراف عليه بالتوتر في  قد يشعر الموظفين التابعين للقسم .0
 .حال إبلاغهم بحدوث تغييرفي الخطط
 0 0 0 0 0
قد يشعر الموظفين التابعين للقسم الذي أقوم بالإشراف عليه بعدم الراحة  .0
 .من إحداث التغييرات التي غالبا ما تساعدهم في تطوير أدائهم




 :للمرؤوسينتقييم الكفاءة الجماعية ": ثانيا
 




























الذي أعمل فيه لديه قدرة عمل أعلى من المعدل ) الوحدة/الإدارة(القسم  .0
 . المعتاد
 0 0 0 0 0
الذي أعمل فيه ضعيف مقارنة مع الأقسام الأخرى ) الوحدة/الإدارة(القسم  .0
 . التي تؤدي نفس العمل
 0 0 0 0 0
الذي أعمل فيه غير قادر على أداء العمل كما ) الوحدة/الإدارة(القسم  .0
 .يجب أن يكون
 0 0 0 0 0
الذي أعمل فيه لديهم مهارات عمل ) الوحدة/الإدارة(أعضاء القسم  .0
 .ممتازة
 0 0 0 0 0
الذي أعمل فيه لنقص ) الوحدة/الإدارة( يجب نقل بعض أعضاء القسم .0
 .  في قدراتهم
 0 0 0 0 0
 0 0 0 0 0 . الذي أعمل فيه كفاءة جيدة) الوحدة/الإدارة(لا يمتلك القسم  .0
الذي أعمل فيه لا يستطيعون أداء ) الوحدة/الإدارة(بعض أعضاء القسم  .7
 . عملهم بشكل جيد
 0 0 0 0 0
 
 
 :مع مرؤوسيه في مقر العمل )التعامل كأب مسؤول عن أسرة(سلوك القائد الأبوي": ثالثا


























 0 0 0 0 0 .في العملأهتم بجميع أمور المرؤسين  .0
 0 0 0 0 0 .أوجد جو عائلي في مكان العمل .0
 0 0 0 0 0 .أستشيرالمرؤسين حول أمور العمل .0
 0 0 0 0 0 . أعامل المرؤسين كأنهم أعضاء من عائلة واحدة .0
 0 0 0 0 0 . أسدي النصيحة للمرؤوسين .0
 0 0 0 0 0 .أتخذ القرارات بالمشاركة مع المرؤوسين .0
 0 0 0 0 0مشاكل : على سبيل المثال(أعرف كل شئ عن المرؤسين عن قرب  .7
 923
 
 ..).شخصية، حياة عائلية الخ 
 0 0 0 0 0 .لا أمتنع عن إظهار العواطف كالمرح، الحزن، الغضب مع المرؤوسين .8
 0 0 0 0 0 . أشارك المرؤوسين مناسباتهم الخاصة .9
المرؤوسين عندما يحتاجون أبذل قصارى جهدي لإيجاد طريقة  لمساعدة  .20
 .للمساعدة
 0 0 0 0 0
 0 0 0 0 0 .أتوقع من المرؤوسين الإخلاص في العمل مقابل الاهتمام بهم .00
 0 0 0 0 0 . أساعد المرؤوسين في تطوير أنفسهم عندما ينخفض مستوى أدائهم .00
 0 0 0 0 0 . أعتقد أني الشخص الوحيد الذي يعرف ماهو الأنسب للمرؤوسين .00
 
 
 :إشراك القائد لمرؤوسيه في قرارات وأهداف العمل": رابعا 
بالنظر الى أهمية مشاركة المرؤوسين في القرارات والأهداف والآراء المتعلقة بالعمل وتمكينهم لتحمل المسئوليات، 


























 0 0 0 0 0 .أشركهم في القرارات التي تؤثر على عملهم .0
 0 0 0 0 0 . أطلب أراءهم .0
 0 0 0 0 0 .أسمح لهم بإبداء أرائهم حيال الأمور المتعلقة بعملهم .0
 0 0 0 0 0 .أستشيرهم بخصوص التغييرات الجوهرية في مهامهم .0
 0 0 0 0 0 . أشجعهم على تحمل المسئولية .0
 0 0 0 0 0 .بوضع أهدافهم الخاصةأسمح لهم  .0
 0 0 0 0 0 . أظهر الثقة بقدراتهم للمشاركة في أهداف هذا القسم .7
 0 0 0 0 0 . أدعم المرؤوسين في وضع أهدافهم .8
 0 0 0 0 0 . أظهر الثقة الكاملة في المرؤوسين .9
 0 0 0 0 0 .أستمع لمشاكل وهموم المرؤوسين .20
 0 0 0 0 0 . أعمل مع المرؤوسين بشكل فردي، أكثر من العمل كمجموعة .00
 0 0 0 0 0 .أقدم النصيحة متى ما احتاج لها المرؤوسين .00
 0 0 0 0 0 . أنا مهتم فعًلا بنمو وتطوير المرؤوسين .00





Employee’s questionnaire   
 




You are being asked to participate in a study investigating the role of the quality relationships 
between leaders and followers in enhancing followers’ proactive behaviour and willingness to 
change. Your answers will ensure the quality of this study. This study is being carried out by 
Areej Alshamasi, PhD student in the Department of Human Resource and Marketing 
Management at the University of Portsmouth. The study supervisor is Dr Birgit Schyns (email: 
Birgit.Schyns@port.ac.uk). 
Your participation is voluntary, and you are free to withdraw from the study at any point in time. 
Answering the survey questions will take 10 to 15 minutes. You will encounter no personal risk 
in participating in this study. The information you provide will be anonymous and kept strictly 
confidential. To ensure this, place the answered questionnaire in the attached envelop and seal it 
anonymously without writing anything on it. The data will not be shared with others and will be 
used just for the purpose of this research.  If you have any questions about the study, please do 
not hesitate to contact me, either by email or phone. 
E-mail: Areej.Al-shamasi@port.ac.uk  
Tel: 0200200220 
Note: Returning the answered questionnaire (in the sealed envelope) indicates that you agree to take 
part in the above study.   
 
 Yours sincerely,  
Areej Alshamasi  







Please tick the appropriate answer for you: 
Age: 
20- less than30 
 
30- less than40 40- less than50 50- less than60 More than 60 
 
Level of education: 
Less than bachelor’s 
degree 
 
Bachelor’s degree Master degree PhD degree 
 
Years of experience: 
Less than 5 years 
 

























Please read the following phrases and draw a circle around the number in the appropriate 
box to show your acceptance. Choose one answer only. There are no right or wrong 
answers. We are just interested in your opinion.  
Part 1  
1.1  Paternalistic behaviour of the leader 
What is your opinion about the behaviour of your manager (supervisor)? 
Choose from the following scale:  










































My manager/ leader:   1 2 3 4 5 
1. Is interested in every aspect of his/her employees’ lives. 1 2 3 4 5 
2. Creates a family environment in the workplace. 1 2 3 4 5 
3. Consults his/her employees on job matters. 1 2 3 4 5 
4. Is like an elder family member (father/mother, elder 
brother/sister) for his/her employees. 
1 2 3 4 5 
5. Gives advice to his/her employees on different matters as 
if he/she were an elder family member. 
1 2 3 4 5 
6. Makes decisions on behalf of his/her employees without 
asking for their approval. 
1 2 3 4 5 
7. Knows each of his/her employees intimately (e.g., 
personal problems, family life, etc.). 
1 2 3 4 5 
8. Exhibits emotional reactions in his/her relations with the 
employees; doesn’t refrain from showing emotions such as 
joy, grief, anger. 
1 2 3 4 5 
9. Participates in his/her employees’ special occasions (e.g., 
weddings, funerals, etc.). 
1 2 3 4 5 
10. Tries his/her best to find a way for the company to help 
his/her employees whenever they need help on issues 
outside work (e.g., setting up home, paying for children’s 
tuition). 
1 2 3 4 5 
11. Expects his/her employees to be devoted and loyal, in 
return for the attention and concern he/she shows them. 
1 2 3 4 5 
12. Gives his/her employees a chance to develop themselves 
when they display low performance. 
1 2 3 4 5 
13. Believes he/she is the only one who knows what is best 
for his/her employees 




1.2 Empowering behaviour of the leader 
To what extent do you agree with the following statements? 
Choose from the following scale:  










































My manager/ leader:   1 2 3 4 5 
1. Involves me in decisions that affect my work. 1 2 3 4 5 
2. Asks for my opinion.  1 2 3 4 5 
3. Allows me to have a say in matters concerning my work. 1 2 3 4 5 
4. Consults me regarding important changes in my task. 1 2 3 4 5 
5. Offers me the possibility to bear responsibility. 1 2 3 4 5 
6. Allows me to set my own goals. 1 2 3 4 5 
7. Shows confidence in my ability to contribute to the goals 
of this unit. 
1 2 3 4 5 
8. Lets me have a strong hand in setting my own 
performance goals. 
1 2 3 4 5 
9. Demonstrates total confidence in me. 1 2 3 4 5 
10. Listens to my problems and concerns. 1 2 3 4 5 
11. Works with me individually, rather than treating me as 
just another member of the group.  
1 2 3 4 5 
12. Provides advice whenever I need it. 1 2 3 4 5 
13. Is genuinely concerned about the growth and 
development of subordinates.  
1 2 3 4 5 







1.1  Leader-member relationship 
What is your opinion about your working relationship with your manager / leader? 
Choose from the following scale:  











































 1 2 3 4 5 
1. I like my supervisor very much as a person.   1 2 3 4 5 
2. My supervisor is the kind of person one 
would like to have as a friend.   
1 2 3 4 5 
3. My supervisor is a lot of fun to work with.   1 2 3 4 5 
4. My supervisor defends my work actions to a 
superior, even without complete knowledge of 
the issue in question.   
1 2 3 4 5 
5. My supervisor would come to my defence if I 
were “attacked” by others.   
1 2 3 4 5 
6. My supervisor would defend me to others in 
the organisation if I made an honest mistake.   
1 2 3 4 5 
7. I do work for my supervisor that goes beyond 
what is specified in my work description.   
1 2 3 4 5 
8. I am willing to apply extra efforts, beyond 
those normally required, to further the interests 
of my work group.  
1 2 3 4 5 
9. I do not mind working hardest for my 
supervisor.  
1 2 3 4 5 
10. I am impressed with my supervisor’s 
knowledge of his/ her job.  
1 2 3 4 5 
11. I respect my supervisor’s knowledge of and 
competence on the job.  
1 2 3 4 5 










2.1 Employee’s personal initiative 
 How would you rate your personal initiative in your workplace in the following statements?  
Choose from the following scale: Does not apply at all=1, Applies only little=2, Middle=3, 
Applies predominantly=4,  































































 1 2 3 4 5 
1. I actively attack problems. 
 
1 2 3 4 5 
2. Whenever something goes wrong, I search for a 
solution immediately. 
1 2 3 4 5 
3. Whenever there is a chance to get actively 
involved, I take it. 
1 2 3 4 5 
4. Take initiative immediately even when others 
don't. 
1 2 3 4 5 
5. I use opportunities quickly in order to attain my 
goals. 
1 2 3 4 5 
6. Usually I do more than I am asked to do. 1 2 3 4 5 
7. I am particularly good at realising ideas. 1 2 3 4 5 
 
2.2 Employee’s occupational self-efficacy 
How would you rate your beliefs about your efficacy in your workplace? 
Choose from the following scale:  











































 1 2 3 4 5 
1. I can remain calm when facing difficulties in my job because 
I can rely on my abilities.  
1 2 3 4 5 
2. When I am confronted with a problem in my job, I can 
usually find several solutions  
1 2 3 4 5 
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3. Whatever comes my way in my job, I can usually handle it. 1 2 3 4 5 
4. My past experiences in my job have prepared me well for 
my occupational future. 
1 2 3 4 5 
5. I meet the goals that I set for myself in my job.  1 2 3 4 5 
  6. I feel prepared for most of the demands in my job.  1 2 3 4 5 
 
Part 3 
3.1 Employee’s preparedness for occupational change 
What is your opinion about your readiness towards organisational change?  
Choose from the following scale:  








































If I got a new workplace I would like to...... 1 2 3 4 5 
1. Always do the same things.  1 2 3 4 5 
2. Have to look for solutions myself in order to complete work.  1 2 3 4 5 
3. Always have to learn something new. 1 2 3 4 5 
4. Be able to plan the course of my work myself. 1 2 3 4 5 
5. Be responsible for finishing a product from beginning to 
end.  
1 2 3 4 5 
6. Give instruction to others. 1 2 3 4 5 
7. Be responsible for the result of my work. 1 2 3 4 5 
 
3.2 Employee’s employability orientation 
What is your opinion about changing your tasks or job if required by any changes? 
Choose from the following scale:  






































 1 2 3 4 5 
1. If the organisation asks me to perform different 
tasks, I am prepared to change my work activities. 
1 2 3 4 5 
2. I find it important to develop myself in a broad 
sense, so I will be able to perform different task 
activities or jobs within the organisation. 
1 2 3 4 5 
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3. In case of organisational changes, I would prefer 
to stay in my department with my colleagues. 
1 2 3 4 5 
4. I find it important to participate in development 
activities regularly. 
1 2 3 4 5 
5. I am willing to start in another job. 1 2 3 4 5 
6. If the organisation offered me an opportunity to 
obtain new work experiences, I would take it. 
1 2 3 4 5 
7. In case of organisational changes, I would prefer 
to stay in my present job. 
1 2 3 4 5 
 
 
3.3 Employee’s resistance to occupational change 
How would you rate your reaction towards changes in your workplace? 
Choose from the following scale:  






































 1 2 3 4 5 
1. I generally consider changes to be a negative 
thing.  
1 2 3 4 5 
2. If I were to be informed that there’s going to be a 
significant change regarding the way things are 
done at work, I would probably feel stressed. 
1 2 3 4 5 
3. When I am informed of a change of plans, I tense 
up a bit. 
1 2 3 4 5 
4. Often, I feel a bit uncomfortable even about 
changes that may potentially improve my life. 
















You are being asked to participate in a study investigating the role of the quality relationships 
between leaders and followers in enhancing followers’ proactive behaviour and willingness to 
change. Your answers will ensure the quality of this study. This study is being carried out by 
Areej Alshamasi, PhD student in the Department of Human Resource and Marketing 
Management at the University of Portsmouth. The study supervisor is Dr Birgit Schyns (email: 
Birgit.Schyns@port.ac.uk). 
Your participation is voluntary, and you are free to withdraw from the study at any point in time. 
Answering the survey questions will take 10 to 15 minutes. You will encounter no personal risk 
by participating in this study. The information you provide will be anonymous and kept strictly 
confidential. To ensure this, place the answered questionnaire in the attached envelop and seal it 
anonymously without writing anything on it. The data will not be shared with others and will be 
used for just the purpose of this research.  If you have any questions about the study, please do 
not hesitate to contact me, either by email or phone. 
E-mail: Areej.Al-shamasi@port.ac.uk  
Tel: 0200200220 
Note: Returning the answered questionnaire (in the sealed envelope) indicates that you agree to take 
part in the above study.   
 
 Yours sincerely,  
Areej Alshamasi  






Please tick the appropriate answer for you: 
Age: 
20- less than30 
 
30- less than40 40- less than50 50- less than60 More than 60 
 
Level of education: 
Less than bachelor’s 
degree 
 
Bachelor’s degree Master degree PhD degree 
 
Years of experience: 
Less than 5 years 
 















Please read the following phrases and draw a circle around the number in the appropriate 
box to show your acceptance. Choose one answer only. There are no right or wrong 
answers. We are just interested in your opinion.  
1. Employees’ resistance to occupational change 
      What is your opinion about resistance to change among your group?  
  Choose from the following scale:   






2.  Employees’ collective self-efficacy 
How would you rate the collective self-efficacy of your employees? 
Choose from the following scale:  







































 1 2 3 4 5 
1. The branch/department I work with has above average 
ability. 
1 2 3 4 5 
2. This branch/department is poor compared to other 
departments doing similar work. 
 
1 2 3 4 5 
3. This branch/department is not able to perform as well as it 
should be. 
1 2 3 4 5 
4. The members of this branch/department have excellent job 
skills. 
1 2 3 4 5 
5. Some members of this branch/department should be fired 
due to lack of ability.  
1 2 3 4 5 






































 1 2 3 4 5 
1. My employees generally consider changes to be 
a negative thing.  
1 2 3 4 5 
2. If my employees were to be informed that there’s 
going to be a significant change regarding the way 
things are done at work, they would probably feel 
stressed. 
1 2 3 4 5 
3. When my employees are informed of a change of 
plans, they tense up a bit. 
1 2 3 4 5 
4. Often, my employees feel a bit uncomfortable 
even about changes that may potentially improve 
their lives. 
1 2 3 4 5 
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7. Some members in this branch/department cannot do their job 
well. 
1 2 3 4 5 
 
3. Leader’s paternalistic behaviour 
What is your opinion about your paternalistic behaviour of your manager (supervisor)? 
Choose from the following scale:  










































 1 2 3 4 5 
1. I am interested in every aspect of my employees’ lives. 1 2 3 4 5 
2. I create a family environment in the workplace. 1 2 3 4 5 
3. I consult my employees on job matters. 1 2 3 4 5 
4. I am like an elder family member (father/mother, elder 
brother/sister) for my employees. 
1 2 3 4 5 
5. I give advice to my employees on different matters as if I 
were an elder family member. 
1 2 3 4 5 
6. I make decisions on behalf of my employees without 
asking for their approval. 
1 2 3 4 5 
7. I know each of my employees intimately (e.g., personal 
problems, family life, etc.). 
1 2 3 4 5 
8. I exhibit emotional reactions in my relations with the 
employees; don’t refrain from showing emotions such as 
joy, grief, anger. 
1 2 3 4 5 
9. I participate in my employees’ special occasions (e.g., 
weddings, funerals, etc.). 
1 2 3 4 5 
10. I try my best to find a way for the company to help my 
employees whenever they need help on issues outside work 
(e.g., setting up home, paying for children’s tuition). 
1 2 3 4 5 
11. I expect my employees to be devoted and loyal, in return 
for the attention and concern that I show them. 
1 2 3 4 5 
12. I give my employees a chance to develop themselves 
when they display low performance. 
1 2 3 4 5 
13. I believe that I am the only one who knows what is best 
for my employees. 







4. Leader’s empowering behaviour 
To what extent do you agree with the following statements? 
Choose from the following scale:  










































 1 2 3 4 5 
1. I Involve my employees in decisions that affect their work. 1 2 3 4 5 
2. I ask for my employees’ opinions.  1 2 3 4 5 
3. I allow my employees to have a say in matters concerning their 
work. 
1 2 3 4 5 
4. I consult my employees regarding important changes in their 
task. 
1 2 3 4 5 
5. I offer my employees the possibility to bear responsibility. 1 2 3 4 5 
6. I allow my employees to set their own goals. 1 2 3 4 5 
7. I show confidence in my employees’ ability to contribute to the 
goals of this unit. 
1 2 3 4 5 
8. I let my employees have a strong hand in setting their own 
performance goals. 
1 2 3 4 5 
9. I demonstrate total confidence in my employees. 1 2 3 4 5 
10. I listen to my employees’ problems and concerns. 1 2 3 4 5 
11. I work with my employees individually, rather than as a group.  1 2 3 4 5 
12. I provide advice whenever my employees need it. 1 2 3 4 5 
13. I am genuinely concerned about the growth and development of 
my employees.  
1 2 3 4 5 














































TABLE FOR DETERMINING SAMPLE SIZE FROM A GIVEN POPULATION 
 
N S N S N S N S N S 
10 10 100 80 280 162 800 260 2800 338 
15 14 110 86 290 165 850 265 3000 341 
20 19 120 92 300 169 900 269 3500 246 
25 24 130 97 320 175 950 274 4000 351 
30 28 140 103 340 181 1000 278 4500 351 
35 32 150 108 360 186 1100 285 5000 357 
40 36 160 113 380 181 1200 291 6000 361 
45 40 180 118 400 196 1300 297 7000 364 
50 44 190 123 420 201 1400 302 8000 367 
55 48 200 127 440 205 1500 306 9000 368 
60 52 210 132 460 210 1600 310 10000 373 
65 56 220 136 480 214 1700 313 15000 375 
70 59 230 140 500 217 1800 317 20000 377 
75 63 240 144 550 225 1900 320 30000 379 
80 66 250 148 600 234 2000 322 40000 380 
85 70 260 152 650 242 2200 327 50000 381 
90 73 270 155 700 248 2400 331 75000 382 
95 76 270 159 750 256 2600 335 100000 384 
 
 
Note: “N” is population size 
 “S” is sample size. 
 
 
Source: Krejcie, R.V. & Morgan, D.W. (1970). Determining sample size for research activities.Educational & 





































For the purpose of simplicity and clarity, the translated questionnaires (the Arabic versions) were 
checked by academic staff from the Faculty of Economics and Administration at King Abdul-
Aziz University.   
1- Prof. Ebtisam Halawani: Professor in the Department of Public Administration  
2- Prof. Fatima Jadallah: Professor in the Department of Business Administration  
3- Dr. Igbal Alsaleh: Assistant Professor in the Department of Business Administration  
4- Dr. Ali Alsaflan: Assistant Professor in the Department of Public Administration  
5- Dr Khadija Harery: Assistant Professor in the Department of Business Administration  
6- Dr Warda Ayachi: Assistant Professor in the Department of Political Science  
7- Dr Naima Bogari: Assistant Professor in the Department of Business Administration  
8- Dr Kamilia Elganainy: Assistant Professor in the Department of Human Resource 




























































































Agreement Level (Likert Scale) 
 
 Since the variables are considered to have ordinal weights, the weighted mean for all 
respondents may be computed for each variable (and for the whole factor) and is used to reflect 
the respondents, their attitudes can be determined according to following : 
 
Agreement Level Value of weighted mean 
Strongly Disagree From 1 to 1.79 
Disagree From 1.80 to 2.59 
Neutral From 2.60 to 3.39 
Agree From 3.40 to 4.19 
Strongly Agree From 4.20 to 5 
 
The above table shows that the interval length for each category equals 4/5 or 0.08. These values 
have been calculated based on the 4 distances between the 5 weights. 
 
Source: Likert, R.  (1931).  A technique for the measurement of attitudes.  Archives of Psychology.  New 







































Dawes (2008) calculated that if we average the two options for a positive response, points four 
and five, and re-scale them to the equivalent score on a seven-point scale, the positive responses 
will be 5, 6, and 7 for an average of 6. This is explained in the following.  
 
7 point Likert scale 5 point Likert scale 
Agreement Level Value of weighted 
mean 
Value of weighted 
mean 
Agreement Level  
1=Strongly      
Disagree 
From 1 to 1.84  
 
From 1 to 1.79 












From 2.70 to 3.54 
4= Neutral From 3.55 to 4.39 
 
From 2.60 to 3.39 
 
3=Neutral 
5= Slightly  
     Agree 
From 4.40  to 5.24 
From 3.40 to 4.19 
From 4.20 to 5 
4=Agree 
5=Strongly Agree 
6= Agree From 5.25 to 6.09 
 
7=Strongly  
     Agree 
From 6.10 to 7 
 
Table 5.1 Classification of the agreement level based on the value of the weighted mean in the 5 point scale format 
(table produced for the purpose of Likert-type scale equivalence based on Dawes (2008)) 
 
We may note from the above table that the interval length for each category equals 4/5 or 0. 8 
and is calculated based on the 4 distances between the 5 weights in the current study. Thus, the 
positive response will be 4 and 5 for an average of 5. According to Dawes (2008), that interval 
length for each category in the 7 point scale will be equal to 6/7 or 0. 85 and is calculated based 
on the 6 distances between the 7 weights. 
 
Source: Dawes, J. (2008).  Do data characteristics change according to the number of scale points used? An 

































LMX: leader-member exchange 
LMX quality (LMXQ) (the integrated effect of LMX dimensions)   
LMX-MDM (LMX multi-dimensionality measurement)  
LMX1 (LMX-Affect):  the first dimension of LMX 
LMX2 (LMX-Loyalty): the second dimension of LMX  
LMX3 (LMX-Contribution): the third dimension of LMX 
LMX4 (LMX-Professional Respect): the fourth dimension of LMX 
LMXDs: LMX Dimensions  
P: paternalistic leader’s behaviour  
E: empowering leader’s behaviour  
PB: proactive behaviour (includes; PI & OSEF)    
PI: personal initiative  
OSEF: occupational self-efficacy  
WOC: willingness to accept occupational change  
POC: preparedness for occupational change  
EO: employability orientation 
ROC: resistance to occupational change  
M: mediator  
C: coefficient of the total direct effect of X on Y 
C`: coefficient of the direct effect of X on Y controlling for M 
a: coefficient of the direct effect of X on M controlling for Y 

















Tables illustrated the results of the Linkages in the Mediation Relationships for 














The linkages in path A of the research model 
Path A1 
1. Multiple mediation results for the P-LMXQ-PI mediation relationship 
Table 1: The product of coefficient results for the P-LMXDs-PI linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(P) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(PI) controlling for X(P) 
b1, b2, b3, b4 paths 
as paths coefficie
nt 
Se t P bs paths coefficient se T P 
X on M1 
(a1) .8207 .0356 23.0502 .0000 
M1 on Y 
(b1)  -.0792 .0467 -1.6975 .0903 
X on M2 
(a2) .8871 .0427 20.7945 .0000 
M2 on Y 
(b2) -.0087 .0389 -.2236 .8232 
X on M3 
(a3) .4480 .0428 10.4577 .0000 
M3 on Y 
(b3) .4184 .0370 11.3158 .0000 
X on M4 
(a4) 1.0133 .0263 38.5942 .0000 
M4 on Y 
(b4) .0302 .0588 .5142 .6074 
The direct effect of X on Y controlling for M  
( C` Path)  





2. Multiple mediation results for the E-LMXQ-PI mediation relationship  
Table 2: The product of coefficient results for the E-LMXDs-PI linkages 
  
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(E) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(PI) controlling for X(E) 
b1, b2, b3, b4 paths 
as paths coeffici
ent 
se t P bspaths coefficient se T P 
X on M1 (a1) 
.7601 .0331 22.9917 .0000 
M1 on Y (b1)  
-.0967 .0465 -2.0796 .0382 
X on M2 (a2) 
.8602 .0376 22.8513 .0000 
M2 on Y (b2) 
-.0325 .0403 -.8068 .4202 
X on M3 (a3) 
.4355 .0392 11.1079 .0000 
M3 on Y (b3) 
.4119 .0369 11.1571 .0000 
X on M4 (a4) 
.8112 .0334 24.3117 .0000 
M4 on Y (b4) 
.0385 .0446 .8629 .3887 
The direct effect of X on Y controlling for M  
( C` Path)  







3. Multiple mediation results for the P-LMXQ-OSEF mediation relationship 
Table 3: The product of coefficient results for the P-LMXDs-OSEF linkages 
  
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(P) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(OSEF) controlling for X(P) 
b1, b2, b3, b4 paths 
as paths coefficie
nt 
se t P bspaths coefficie
nt 
se t P 
X on M1 (a1) 
.8207 .0356 23.0502 .0000 
M1 on Y 
(b1)  .0505 .0460 1.0991 .2723 
X on M2 (a2) 
.8871 .0427 20.7945 .0000 
M2 on Y 
(b2) -.0181 .0383 -.4718 .6373 
X on M3 (a3) 
.4480 .0428 10.4577 .0000 
M3 on Y 
(b3) .2930 .0364 8.0401 .0000 
X on M4 (a4) 
1.0133 .0263 38.5942 .0000 
M4 on Y 
(b4) -.0068 .0579 -.1166 .9073 
The direct effect of X on Y controlling for M  
( C` Path)  





4. Multiple mediation results for the E-LMXQ-OSEF mediation relationship 
Table 4: The product of coefficient results for the E-LMXDs-OSEF linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(E) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(OSEF) controlling for X(E) 
b1, b2, b3, b4 paths 
as paths coefficie
nt 
se t P bspaths coefficient se T P 
X on M1 (a1) 
.7601 .0331 22.9917 .0000 
M1 on Y 
(b1)  
.0303 .0458 .6621 .5083 
X on M2 (a2) 
.8602 .0376 22.8513 .0000 
M2 on Y 




X on M3 (a3) .4355 .0392 11.1079 .0000 
M3 on Y 
(b3) 
.2871 .8364 7.8868 .0000 
X on M4 (a4) 
.8112 .0334 24.3117 .0000 
M4 on Y 
(b4) 
-.0156 .0440 -.3553 .7226 
The direct effect of X on Y controlling for M  
( C` Path)  








5. Multiple mediation results for the P-LMXQ-POC mediation relationship  
Table 5: The product of coefficient results for the P-LMXDs-POC linkages 
  
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(P) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(POC) controlling for X(P) 
b1, b2, b3, b4 paths 
as paths coeffici
ent 
se t P bspaths coeffici
ent 
se t P 
X on M1 (a1) 
.8207 .0356 23.0502 .0000 
M1 on Y 
(b1)  -.0810 .0428 -1.8921 .0591 
X on M2 (a2) 
.8871 .0427 20.7945 .0000 
M2 on Y 
(b2) -.0013 .0356 -.0353 .9718 
X on M3 (a3) 
.4480 .0428 10.4577 .0000 
M3 on Y 
(b3) .3122 .0339 9.2032 .0000 
X on M4 (a4) 
1.0133 .0263 38.5942 .0000 
M4 on Y 
(b4) -.0161 .0539 -.2980 .7659 
The direct effect of X on Y controlling for M  
( C` Path)  





6. Multiple mediation results for the E-LMXQ-POC mediation relationship  
Table 6: The product of coefficient results for the E-LMXDs-POC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(E) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(POC) controlling for X(E) 
b1, b2, b3, b4 paths 
as paths coefficient se t P bspaths coefficient se t P 
X on M1 
(a1) .7601 .0331 22.9917 .0000 
M1 on Y 
(b1)  -.01073 .0423 -2.5377 .0115 
X on M2 
(a2) .8602 .0376 22.8513 .0000 
M2 on Y 
(b2) -.0363 .0367 -.9900 .3227 
X on M3 
(a3) .4355 .0392 11.1079 .0000 
M3 on Y 
(b3) .3026 .0336 9.0076 .0000 
X on M4 
(a4) 
.8112 .0334 24.3117 .0000 
M4 on Y 
(b4) 
-.0068 .0406 -.1671 .8674 
The direct effect of X on Y controlling for M  
( C` Path)  






7. Multiple mediation results for the P-LMXQ-EO mediation relationship  
Table 7: The product of coefficient results for the P-LMXDs-EO linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(P) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(EO) controlling for X(P) 
b1, b2, b3, b4 paths 
as paths coefficien
t 
se t P bspaths coefficien
t 
se T P 
X on M1 (a1) 
.8207 .0356 23.0502 .0000 
M1 on Y (b1)  
-.0215 .0505 -.4256 .6706 
X on M2 (a2) 
.8871 .0427 20.7945 .0000 
M2 on Y (b2) 
-.1146 .0421 -2.7256 .0067 
X on M3 (a3) 
.4480 .0428 10.4577 .0000 
M3 on Y (b3) 
.3205 .0400 8.0075 .0000 
X on M4 (a4) 
1.0133 .0263 38.5942 .0000 
M4 on Y (b4) 
-.0514 .0636 -.8083 .4193 
The direct effect of X on Y controlling for M  
( C` Path)  





8. Multiple mediation results for the E-LMXQ-EO mediation relationship  
Table 8: The product of coefficient results for the E-LMXDs-EO linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(E) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(EO) controlling for X(E) 
b1, b2, b3, b4 paths 
as paths coeffici
ent 
se t P bspaths coefficien
t 
se T P 
X on M1 (a1) 
.7601 .0331 22.9917 .0000 
M1 on Y 
(b1)  
.0111 .0510 .2171 .8282 
X on M2 (a2) 
.8602 .0376 22.8513 .0000 
M2 on Y 
(b2) -.1074 .0442 -2.4276 .0156 
X on M3 (a3) 
.4355 .0392 11.1079 .0000 
M3 on Y 
(b3) .3211 .0405 7.9284 .0000 
X on M4 (a4) .8112 .0334 24.3117 .0000 
M4 on Y 
(b4) 
.0616 .0489 1.2590 .2087 
The direct effect of X on Y controlling for M  
( C` Path)  







9. Multiple mediation results for the P-LMXQ-ROC mediation relationship.  
Table 9: The product of coefficient results for the P-LMXDs-ROC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(P) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(ROC) controlling for X(P) 
b1, b2, b3, b4 paths 
as paths coefficien
t 
se t P bspaths coefficien
t 
se T P 
X on M1 
(a1) .8207 .0356 23.0502 .0000 
M1 on Y 
(b1)  .1479 .0764 1.9348 .0537 
X on M2 
(a2) .8871 .0427 20.7945 .0000 
M2 on Y 
(b2) .0289 .0637 .4533 .6505 
X on M3 
(a3) .4480 .0428 10.4577 .0000 
M3 on Y 
(b3) -.1203 .0606 -1.9850 .0478 
X on M4 
(a4) 1.0133 .0263 38.5942 .0000 
M4 on Y 
(b4) .1028 .0963 1.0677 .2863 
The direct effect of X on Y controlling for M  
( C` Path)  





10. Multiple mediation results for the E-LMXQ-ROC mediation relationship  
Table 10: The product of coefficient results for the E-LMXDs-ROC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(E) on M(LMXDs)  
a1, a2, a3, a4 paths 
Direct effect of M(LMXDs) on Y(ROC) controlling for X(E) 









.7601 .0331 22.9917 .0000 
M1 on Y 




.8602 .0376 22.8513 .0000 
M2 on Y 




.4355 .0392 11.1079 .0000 
M3 on Y 




.8112 .0334 24.3117 .0000 
M4 on Y 
(b4) .0662 .0729 9.081 .3643 
The direct effect of X on Y controlling for M  
( C` Path)  







The Linkages in Path B of the Research Model 
 
11. Multiple mediation results for the LMX (Affect)- PB (PI and OSEF)- POC mediation relationship   
Table 11: The product of coefficient results for the LMX1-PB-POC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX1) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(POC) controlling for X(LMX1) 
b1, b2 paths 
as paths coefficient se t P bspaths coefficien
t 
se t P 
X on M1 
(a1) 
.1829 .0328 5.5807 .0000 
M1 on Y 
(b1)  
.3384 .0380 8.9066 .0000 
X on M2 
(a2) 
.1947 .0300 6.4884 .0000 
M2 on Y 
(b2) 
.3492 .0415 8.4156 .0000 
The direct effect of X on Y controlling for M  
( C` Path)  





12. Multiple mediation results for the LMX2 (Loyalty)- PB (PI and OSEF)-POC mediation relationship  
Table 12: The product of coefficient results for the LMX2-PB- POC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX2) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(POC) controlling for X(LMX2) 
b1, b2 paths 
as paths coefficien
t 
se t P bspaths coefficient se T P 
X on M1 
(a1) 
.1618 .0289 5.6041 .0000 
M1 on Y 







X on M2 
(a2) 
.1405 .0269 5.2280 .0000 








The direct effect of X on Y controlling for M  
( C` Path)  












13. Multiple mediation results for the LMX3 (Contribution)- PB (PI and OSEF)-POC mediation relationship  
Table 13: The product of coefficient results for the LMX3-PB-POC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX3) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(POC) controlling for X(LMX3) 
b1, b2 paths 
as paths coeffici
ent 
se t P bspaths coefficien
t 
se t P 
X on M1 
(a1) 
.4253 .0316 13.4628 .0000 
M1 on Y 
(b1)  
.2932 .0406 7.2237 .0000 
X on M2 
(a2) 
.3288 .0311 10.5802 .0000 
M2 on Y 
(b2) 
.3249 .0413 7. 8742 .0000 
The direct effect of X on Y controlling for M  
( C` Path)  





14. Multiple mediation results for the LMX4 (Professional-Respect)- PB (PI and OSEF)- POC mediation 
relationship  
Table 14: The product of coefficient results for the LMX4-PB-POC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX4) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(POC) controlling for 
X(LMX4) 
b1, b2 paths 
as paths coefficient se t P bspaths coefficient se t P 
X on M1 
(a1) 
.1965 .0312 6.3009 .0000 
M1 on Y 
(b1)  
.3314 .0383 8.6411 .0000 
X on M2 
(a2) 
.1591 .0292 5.4480 .0000 
M2 on Y 
(b2) 
.3448 .0410 8.4187 .0000 
The direct effect of X on Y controlling for M  
( C` Path)  







15. Multiple mediation results for the LMX1 (Affect)- PB (PI and OSEF)- EO mediation relationship 
Table 15: The product of coefficient results for the LMX1-PB-EO linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX1) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(EO) controlling for X(LMX1) 
b1, b2 paths 
as paths coefficient se t P bspaths coefficient se t P 
X on M1 
(a1) 
.1829 .0328 5.5807 .0000 
M1 on Y 
(b1)  
.2418 .0509 4.7482 .0000 
X on M2 
(a2) 
.1947 .0300 6.4884 .0000 
M2 on Y 
(b2) 
.3466 .0556 6.2309 .0000 
The direct effect of X on Y controlling for M  
( C` Path)  





16. Multiple mediation results for the LMX2 (Loyalty)- PB (PI and OSEF)-EO mediation relationship  
Table 16: The product of coefficient results for the LMX2-PB-EO linkages 
   
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX2) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(EO) controlling for X(LMX2) 
b1, b2 paths 
as paths coefficien
t 
se t P bspaths coefficient se T P 
X on M1 
(a1) 
.1618 .0289 5.6041 .0000 
M1 on Y 
(b1)  
.2513 .0512 4.9044 .0000 
X on M2 
(a2) 
.1405 .0269 5.2280 .0000 
M2 on Y 
(b2) 
.3602 .0551 6.5420 .0000 
The direct effect of X on Y controlling for M  
( C` Path)  








17. Multiple mediation results for the LMX3 (Contribution)-PB (PI and OSEF)-EO mediation relationship 
Table 17: The product of coefficient results for the LMX3-PB-EO linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX3) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(EO) controlling for X(LMX3) 
b1, b2 paths 
as paths coefficient se t P bspaths coefficient se T P 
X on M1 
(a1) 
.4253 .0316 13.4628 .0000 
M1 on Y 
(b1)  
.1716 .0542 3.1678 .0016 
X on M2 
(a2) 
.3288 .0311 10.5802 .0000 
M2 on Y 
(b2) 
.3159 .0551 5.7375 .0000 
The direct effect of X on Y controlling for M  
( C` Path)  





18. Multiple mediation results for the LMX4 (Professional-Respect)-PB (PI and OSEF)-EO mediation relationship  
Table 18: The product of coefficient results for the LMX4-PB-EO linkages 
  
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX4) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(EO) controlling for X(LMX4) 
b1, b2 paths 
as paths coefficient se t P bspaths coefficient se t P 
X on M1 
(a1) 
.1965 .0312 6.3009 .0000 
M1 on Y 
(b1)  
.2365 .0514 4.5984 .0000 
X on M2 
(a2) 
.1591 .0292 5.4480 .0000 
M2 on Y 
(b2) 
.3499 .0549 6.3694 .0000 
The direct effect of X on Y controlling for M  
( C` Path)  








19. Multiple mediation results for the LMX1(Affect)-PB (PI and OSEF)-ROC mediation relationship  
Table 19: The product of coefficient results for the LMX1-PB-ROC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX1) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(ROC) controlling for 
X(LMX1) 
b1, b2 paths 
as paths coefficien
t 
se t P bspaths coefficient se t P 
X on M1 (a1) 
.1829 .0328 5.5807 .0000 
M1 on Y 
(b1)  
-.1296 .0806 -1.6089 .1084 
X on M2 (a2) 
.1947 .0300 6.4884 .0000 
M2 on Y 
(b2) 
-.1476 .0880 -1.6775 .0942 
The direct effect of X on Y controlling for M  
( C` Path)  




The total indirect effect of X on Y through proposed mediators assuming normal distribution 
(ab paths)= C- C` 
Effect estimate se Z P 
-.0524 .0172 -3.0507 .0023 
20. Multiple mediation results for the LMX2 (Loyalty)-PB (PI and OSEF)-ROC mediation relationship  
Table 20: The product of coefficient results for the LMX2-PB-ROC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX2) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(ROC) controlling for X(LMX2) 
b1, b2 paths 
as paths coefficien
t 
se t P bspaths coefficien
t 
se T P 
X on M1 
(a1) 
.1618 .0289 5.6041 .0000 
M1 on Y (b1)  
-.1282 .0812 -1.5791 .1151 
X on M2 
(a2) .1405 .0269 5.2280 .0000 
M2 on Y (b2) 
-.1292 .0872 -1.4808 .1394 
The direct effect of X on Y controlling for M  
( C` Path)  







21. Multiple mediation results for the LMX (Contribution)-PB (PI  and OSEF)-ROC mediation relationship 
Table 21: The product of coefficient results for the LMX3-PB-ROC linkages 
  
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX3) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(ROC) controlling for X(LMX3) 
b1, b2 paths 
as paths coefficient se t P bspaths coefficient se t P 





M1 on Y (b1)  
-.1239 .0872 -1.4198 .1564 





M2 on Y (b2) 
-.1218 .0887 -1.3738 .1702 
The direct effect of X on Y controlling for M  
( C` Path)  





22. Multiple mediation results for the LMX4 (Professional-Respect)-PB (PI and OSEF)-ROC mediation relationship  
Table 22: The product of coefficient results for the LMX4-PB-ROC linkages 
 
Total effects of X on Y 
(C Path) 




The direct relationships in the proposed mediation linkage 
Direct effect of X(LMX4) on M(PI&OSEF)  
a1, a2 paths 
Direct effect of M(PI&OSEF) on Y(ROC) controlling for 
X(LMX4) 
b1, b2 paths 
as paths coefficient se t P bspaths coefficient se t P 
X on M1 (a1) 
.1965 .0312 6.3009 .0000 
M1 on Y 
(b1)  
-.1290 .0816 -1.5800 .1148 
X on M2 (a2) 
.1591 .0292 5.4480 .0000 
M2 on Y 
(b2) 
-.1265 .0872 -1.458 .1476 
The direct effect of X on Y controlling for M  
( C` Path)  





































Correlations between research variables (Managers=101) 
Correlated variables 
 




   
Sig. (2-tailed)    
Empowerment 
Pearson Correlation 
.629 1   
Sig. (2-tailed) 







.024 .328  
ROC 
Pearson Correlation 
-.165 -.118 -.338 
1 Sig. (2-tailed) 






















PI OSEF POC EO ROC 
paternalism 
Pearson Correlation 1 
 
           
Sig. (2-tailed)            
Empowermen
t 
Pearson Correlation .828 
1 
          
Sig. (2-tailed) .000           
LMX-Affect 
Pearson Correlation .743 .742 
1 
         
Sig. (2-tailed) .000 .000          
LMX-Loyalty 
Pearson Correlation .708 .740 .697 
1 
        
Sig. (2-tailed) .000 .000 .000         
LMX-
Contribution 
Pearson Correlation .450 .472 .497 .450 
1 
       




Pearson Correlation .881 .760 .685 .689 .432 
1 
      
Sig. (2-tailed) 
.000 .000 .000 .000 .000       
LMX total  
Pearson Correlation .848 .827 .873 .873 .697 .856 
1 
     
Sig. (2-tailed) .000 .000 .000 .000 .000 .000      
PI 
Pearson Correlation .301 .330 .260 .261 .544 .290 .398 
1 
    
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000     
OSEF 
Pearson Correlation .274 .313 .298 .244 .454 .254 .369 .572 
1 
   
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000    
POC 
Pearson Correlation .268 .320 .213 .224 .464 .242 .336 .603 .595 
1 
  
Sig. (2-tailed) .000 .000 .000 .000 .000 .000 .000 .000 .000   
EO 
Pearson Correlation .246 .201 .202 .126 .405 .202 .272 .436 .471 .463 
1 
 
Sig. (2-tailed) .000 .000 .000 .009 .000 .000 .000 .000 .000 .000  
ROC 
Pearson Correlation -.021 -.062 .043 .020 -.065 .009 .005 -.126 -.124 -.138 -.125 
1 
Sig. (2-tailed) .657 .197 .674 .674 .174 .856 .920 .009 .010 .004 .009 
 
 
